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ABSTRACT
This paper studied the college-to-career transitions of African American undergraduate students
who are studying in predominantly White institutions (PWIs). African American men have had
to fight for their inherent rights because historically, they had been denied the chance to pursue
their own personal choices because of their skin color. Their social marginalization has resulted
in economic disadvantages. Access to education has also been less than the dominant race. Gaps
continue to exist between African Americans and Whites in terms of graduation rates and other
post-graduate outcomes and labor market outcomes. The college-to-career transition of African
American men has also been fraught with challenges. This was not very well studied because
transitions from college to the workplace were usually conducted from the point of view of the
dominant race. Notably, theorists have primarily based their assumptions on the experiences of
middle-class White men. There were studies of African American students and how they
transition from college to the workplace but the setting is different. They were attending
predominantly Black colleges. This means that there is a need to understand the topic from the
point of view of students who study in PWI. African American men face a different set of
challenges altogether, including a much smaller network compared to their White peers. Since
jobs are found through networking and based on whom you know, African American men are
increasingly put at a disadvantage as disparities in college enrollment and completion continue to
grow. Currently, there are discernible gaps in literature pertaining to the career development
experiences of African American college students as well as how they transition from college to
career. There is also little empirical knowledge about their career development process as
influenced by racial identity and racialized experiences within the context of a predominantly
White institution (PWI). Underpinned by critical race theory, this qualitative study used a
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narrative inquiry methodology to address research question of how racialized identity and
racialized experiences influence the career development of African American men undergraduate
students at a PWI. Twelve participants were recruited for this study that revealed five themes that
address the research question. Strong themes point to the importance of parental support and
career center support, as well as experiences of discrimination and microaggressions on the part
of the study participants. Support is important in making them more ready to shift to their chosen
careers. Their resilience amidst adversities is also strongly noted.
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CHAPTER 1: INTRODUCTION
Throughout the history of America, African American men have had to manage social,
economic, and racial marginalization. However, it is notable that there seems to be little
empirical and scholarly attention to how men, especially African American, have been subjected
to many social constraints. Consequently, African American men have had to fight for their
inherent rights because historically, in the social arena, African American men were denied the
chance to pursue their own personal choices because of their skin color. In turn, this social
marginalization led to economic disadvantages because of the opportunities denied to an African
American man or a man of color (Williams, 2017).
Cornileus (2010) pointed out that the historic marginalization of African American men
has played an important role in how they experience life, particularly in the workplace, thus
normalizing the dominant social order where Whites maintain power. It cannot be overstated that
the opportunity structure in the United States does not favor people of color, thereby constraining
their career development as well as their professional attainment (Diemer, 2007). The same is
also applicable to educational institutions. During the era preceding the landmark 1954 Supreme
Court ruling in Brown v. Board of Education, it is well documented that talent and aptitude were
not the main concerns of universities. Rather, it was about maintaining homogeneity by
disallowing people of color to mix with White students through separate-but-equal segregation
practices (Bell, 1980). Indeed, the experience of African American men has been characterized
by narratives of poor academic performance as well as apathy toward seeking leadership
opportunities within education systems (Subotnik, 2017). The poor academic performance of
many African American men in college could be attributed to many things, such as their personal
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diligence, poverty, and discouragement at being unable to defeat the system (Diemer, 2007;
Ladson-Billings & Tate, 2006).
As a whole, access to higher education has generally improved across gender, race, and
ethnicity in comparison to access to higher education 50 years ago (Ballard & Cintrón, 2010).
This is partly the result of civil rights movement. Between 1996 and 2007, there was a significant
increase in the enrollment of African Americans in higher education (Ryu, 2009). During this
time, African American total Fall enrollment in both two-year and four-year higher education
institutions grew 46.4% (Ryu, 2009). Still, a large gap exists between African Americans and
Whites in terms of graduation rates and other post-graduate outcomes, including labor market
outcomes. For example, African American men who attain a bachelor’s degree earn only 72% of
the earnings of their White counterparts (Palmer & Young, 2010).
Over the past 40 years, the academic performance of African American men in higher
education has been steadily declining in terms of enrollment, persistence, and graduation in
comparison with other student populations (Subotnik, 2017). (Ryu, 2009). In 2016, 33% of
African American men age 18-24 enrolled in college, lower than any other group by race or
gender (de Brey et al., 2019). Moreover, data provided by Brookings Institute researchers
indicate that, among adults 25 to 35 years old, just 18% of African American men had obtained a
four-year college education (Reeves & Guyot, 2017). As data show, African American men in
college encounter barriers to college entry and after enrollment, resulting in lower degree
attainment compared to other groups (Ballard & Cintrón, 2010; Reeves & Guyot, 2017; Libassi,
2018). African American men who are students are frequently stereotyped as good only in sports,
are more interested in sexual relationships with women, and are unduly aggressive (Harris et al.,
2011; Harper, 2004). This imbalance is feared to potentially generate immense economic,
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political, social, and personal impacts on the African American community and the country as a
whole.
Background of the Study
In college-to-career transition, theorists have primarily based their assumptions on the
experiences of middle-class White men, whereas African American men face a different set of
challenges altogether, e.g., a network that lacks influence, hence, a lack of connections. Because
many jobs are found through networking and based on whom you know, African American men
are increasingly put at a disadvantage as disparities in college enrollment and completion
continue to grow. Cornileus (2010) asserts that
The lack of consideration for African Americans in career development theorizing has
limited the relevance and applicability of major theories to the issues facing African
American professional men in corporate America. Certainly, employment data confirms
that the experiences of African American men are distinct from their White counterparts.
(p. 300)
As higher education becomes focused on producing students who are career-ready, the
disparities in academic outcomes between student groups, especially for African American men,
are worth further examination. When factoring the aforementioned disproportionately low
enrollment and degree attainment for African American men in higher education, the difficulty in
transitioning to fulfilling employment becomes even more challenging in terms of closing racial
gaps and overall upward mobility (Reeves & Guyot, 2017). Historically, African American men
have had to deal with racism that is endemic to the American social order such that they are
subordinated under their White counterparts (Cornelius, 2013). However, it is questionable
whether African American men students are provided sufficient support to negotiate the impacts
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of racism not only on their education but also on their career development. Moreover, Solorzano
et al., (2000) argue that microaggressions and stereotypes affect college academic achievement:
“the prospect of conforming to a negative stereotype about African Americans might be enough
to undermine an African American college student’s performance and achievement and thereby
negatively contribute to the collegiate racial climate at his or her institution of higher learning”
(p. 62).
At this point, it is important to note that several studies have been undertaken on African
American men with terminal degrees from Predominantly White Institutions (PWIs), focusing on
persistence (King, 2004; Patterson-Stewart et al., 1997), retention (King, 2004), and stress and
coping mechanisms (Taylor & Anthony, 2000). These studies have highlighted that African
American students enrolled in PWIs are confronted with various challenges, mostly associated
with sociological factors, primarily race, culture, and class (Anderson, 2005). From an early age,
African American boys may notice their lack of representation in U.S. education systems,
starting with the low number of K-12 teachers who share their race and gender. Although
teachers may serve as role models for many African American men, 83% of school teachers at
the elementary level are White females, only 6% are African American, and 1% are African
American men (Anderson, 2005). Consequently, there is an impression that United States has
“designed a female teaching style,” such that “[t]here is a possibility that a male can go K-8
[from kindergarten to eighth grade] and never experience a Black teacher” (Anderson, 2005).
Although these statistics are for elementary and high school, they begin to demonstrate the
systemic disparities that impact students’ formative years in terms of physical, mental, and
psychological development (Ingersoll et al., 2014). Further, this underrepresentation is pervasive
across education levels, including higher education (Anderson, 2005; Rich, 2014). Anderson
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(2005) cites Jawanza Kunjufu, an expert on African American men, in saying that among
African American boys, “[t]he biggest competitors to education are rap, drugs and sports (p. 5).”
This is also why a considerable number of African American men students in college are athletes
(Gayles, 2004, 2009; Harper, 2004). Nevertheless, Johnson (2004) noted that African American
men’s perceptions of the climate in PWIs is mainly negative.
Many African American men students who experienced socioeconomic constraints may
have entered college behind their peers academically (Williams, 2017), leading to challenges
experienced in college and beyond. In a phenomenological study on determinants of academic
success among African American men in college, Williams (2017) emphasizes that career
transition is important in light of evidence about weaker persistence among African American
men students, including those in PWIs, to complete their higher education and thus, graduate. To
best support students, higher education institutions are expected to provide academic, social, and
developmental support for their students to succeed academically and then transition effectively
to their chosen careers (Williams, 2017). Among the important determinants of success are for
colleges and universities to provide a supportive environment that is conducive for learning,
specifically, career development and career learning (Williams, 2017). This applies to African
Americans as they seek to embark on new pursuits, which may be further learning, actual
employment, or entrepreneurship (Williams, 2017). Thus, due to the circumstances and
constraints accosting African American men students, career development and support related to
the college-to-career transition is critical to the success of African American men students in
their entry to the professional world (Hamilton, 2005).
Creager (2011) reviews career-related literature, including that on the African American
men student experience, among many others. Creager (2011) sums that the ability and freedom
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to choose among educational and career options are not always available for African American
men in school (Creager, 2011). For instance, some of these students may have the strong need to
control factors related to career adaptability, including how to build self-esteem, a positive
outlook on future career, and supportive relationships. In light of these, career development may
include the role of sense of control, choice, and volition in career development. Meanwhile,
motivation to identify and pursue professional goals through career development is impacted by
four categories, namely future orientation, students' perceptions of society's expectations relative
to culture, race, and ethnicity, students' responses to society's expectations, and students'
perceptions of future success (Creager, 2011). African American men need to understand and
learn how to manage racism and racism's effects on them (Creager, 2011). Considering these
experiences, institutions should devote time and effort to learning student’s perspectives, validate
their experiences, remain open to discussions of race and discrimination, promote coping
strategies that would help them deal with racism and discrimination, and encourage joining
African American male student networks as well as professional organizations to seek out
mentors (Creager, 2011). While Creager highlights some existing research that provides insight
into the career needs and experiences of African American men and ways that institutions can
better support these students, career research focused on this group is lacking.
The aforementioned experiences of African American men have implications for collegeto-career transitions. It must be noted that a problem at hand is the absence of equal opportunity
among students that affect them as they transition to their respective careers (Benjamin &
Council for Aid to Education [CAE], 2016). Therefore, an overarching concern that needs to be
addressed in the educational sector is whether higher education may be altered to create a more
level playing field for all graduating college seniors (Benjamin & CAE, 2016). College-to-career
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transition literature identifies a range of challenges that students encounter (Greenleaf, 2011).
These challenges are either personal or professional obstacles (Greenleaf, 2011). Examples of
personal challenges are moving to a new city, making new friends, fitting into a social group,
learning to be independent, and managing expenses, among many others. On the other hand,
examples of professional obstacles are those associated with transitioning into a working
environment. A work environment is different from that of a college because the individual is
expected to be productive and able to contribute to the company’s overall goals. There are also
different types of personalities, as well as a culture that the individual has to be aware and
become part of.
The transition between college and career is an important juncture for college students,
(Greenleaf, 2011). For African American men, the U.S. education system has long failed to
support their professional growth and opportunity, including their access to and success within
higher education. For African American men who enter college and reach graduation, the
transition from college to career offers an opportunity for further economic opportunity and
mobility, although research suggests that challenges persist. Thus, in light of these potential
differential outcomes, it is important to determine how the career development experiences of
African American men are impacted by the intersection between race, culture, and class that
define their racialized experiences.
Statement of the Problem
To focus on African American men is to recognize that there are problematic issues that
are experienced uniquely by this population in the higher education setting and with racial
identity development. Racial identity development is the process by which an individual forms
his or her identity according to racial self-categorization, as well as attachment to one’s ethnic or
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racial group (Piper, 2019). However, it is important to note that according to Piper (2019), the
topic of racial identity development usually elicits resistance from educators, particularly when
the focus of learning about identity is on race and racism. There are different types of racial
identity models, with some models saying that racial identity development is largely influenced
by psychosocial contexts, while others state that it has a strong sociopolitical context (Piper,
2019). For African Americans, racial identity development is powerfully impacted by the Civil
Rights Movement of the 1960’s as a key historical reference point. In other words, identity
formation among African Americans, including students, is a response to their understanding of
their civil rights and societal attitudes relative to these rights (Piper, 2019). Nevertheless, racial
identity formation evolves, which is why the use of Critical Race Theory in studying the
experiences of African American men in college is highly appropriate (Piper, 2019).
Racial identity development can be influenced by college type, and African American
men are likely to encounter negative issues that are based on race and racism at predominantly
White institutions (PWIs). In a study by Spurgeon and Myers (2010), a total of 203 African
American men who were junior and senior college students demonstrated differences in racial
identity attitudes and wellness depending on whether these students attended PWIs or historically
Black Colleges and Universities (HBCUs). For example, African American men tend to have
different social, academic, and professional development experiences in higher education than
their peers of different racial and gender identities. African American men in HBCUs have
greater academic opportunities and positive social climate in their school settings and are better
able to form friendships compared to their counterparts in PWIs (Spurgeon & Myers, 2010). This
is because of the camaraderie that they experience in the warm academic settings fostered by
HBCUs (Spurgeon & Myers, 2010). Since these students in HBCUs are able to develop stronger
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friendships with other minority men, they have a stronger sense of racial identity compared to
their counterparts in PWIs (Spurgeon & Myers, 2010).
Indeed, Harper (2009) argues that some of the experiences African American men endure
at predominantly White colleges include dealing with thoughts that they were inferior,
dehumanization, and being stereotyped as underachieving and dangerous people who got into
college based on affirmative action policies. Harper (2009) calls this symptom of systemic
racism in higher education, “niggerization.” It can be argued that this process is carried over into
Eurocentric career development models, which fail to represent the unique experiences of
African American men. As a result of this lack of representation, the career development of
African American men, including the transition between college and the workforce and the
challenges faced in this process, are not well understood. Based on the discussion in this section,
discernible gaps in literature have been identified pertaining to the career development
experiences of African American college students, and how the career development process is
influenced by racial identity and racialized experiences within the context of a predominantly
White institution.
Purpose of the Study
The purpose of this study is to examine the influence of racialized experiences and racial
identity on the career development of African American men in PWIs, with a particular focus on
how these racialized experiences can potentially shape the career development of African
American men college students in their anticipated transition from college to their chosen career
path. This study seeks to answer this research question: How do racialized identity and racialized
experiences influence the career development of African American men undergraduate students
at a PWI?
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Methods
This qualitative study uses a narrative inquiry methodology. As a narrative approach, it
examines the topic through a constructivist philosophical paradigm. The ethnic lens, however,
will also be considered as it allows for analysis of the lived experience modality that considers
race, class, and gender. The study was originally going to employ a single case approach,
however, complications due to the Covid-19 pandemic made recruitment difficult. As a result,
the narrative inquiry method made it more suitable for a broad recruitment process for African
American men undergraduates from predominantly White institutions. The qualitative method
entails in-depth exploration of a given phenomenon through the use of instruments that may
provide rich and comprehensive textual data, such as the semi-structured interview (Silverman,
2015). By using qualitative methods, this study explores and analyzes the counter-narratives of
participants to understand and make sense of their experiences as African American men at a
PWI, with no intentions of generalizing study results. Qualitative research is appropriate for this
study because the use of semi-structured interviews will allow the researcher to capture the
experiences and perceptions of participants that would facilitate the answering of research
questions.
Definitions
Predominantly White Institutions (PWIs) are places of higher learning where the majority
of the student body is White. Notably, a PWI is one where there is a culture of White supremacy
embedded in the institution’s daily practices and structures.
African American. There is a general tendency to use the terms “African American” and
“Black” interchangeably. Here, there are specific contexts underlying the two terms that have to
be noted. The term African American has been advocated as a self-reference, as well as, a self-
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identity for Black Americans and is being used interchangeably by numerous Afrocentric and
bicultural scholars since the 1960s when the Civil Rights movement peaked in the 1960s (Ghee,
1990). However, it appears that there have been calls to shift to the term African American to
refer to Blacks in the United States. For instance, in the case of men, Ghee (1990), points to the
second principle of the Responsible African American Men United in Spirit (RAAMUS), which
states that “I pledge to define and consider myself African American, for only this term comes
close to the realization of my true heritage” (p. 76). Moreover, a coalition of African American
leaders, including, the Reverend Jesse Jackson, has adopted the shift from Black to African
American because it is important for self-pride, cultural identity, psychological self-definition,
and cultural uplifting of Black America. Ghee (1990) summarizes the 10 reasons for shifting
from Black to African American. These are due to:
1. Universal rules of self-naming and family;
2. Global definitions of black and white;
3. Conceptual dichotomy of black and white;
4. The etiology of “Black” as having a negative connotation;
5. The chronology of labeling Americans of African roots;
6. A substantive comparison of the two concepts;
7. Cultural vs political self-reference;
8. Global versus minority self-concepts;
9. Stagnation versus evolutionary change; and
10. Black as a misnomer and White also as a misnomer. (Ghee, 1990)
On the other hand, there are also five counterarguments pertaining to the shift from
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Black to African American. These are (a) Black being stronger than African American; (b)
Blacks in America no longer having anything in common with Africans; (c) the multicultural
nature of Blacks which means they should not be associated with a specific culture or continent;
(d) “African American” being too long a term in comparison with “Black;” and (e) Africa being
a continent named by Europeans such that it should not be adopted by Black Americans (Ghee,
1990, p. 77).
Notably, the shift from “Black” to “African American” was proposed in 1988 as a more
accurate term (Thornton et al., 2000). According to Thornton et al. (2000), the shift was meant to
provide African Americans a cultural rather than a racial identity which emphasizes heritage in
an ancestral homeland. Through this shift, African Americans are provided parallel footing with
other ethnic groups. In addition to these, the term African American accommodates the
heterogeneity of populations that have African roots, including, those from the Caribbean, West
Indies, and Haiti, among others (Agyemang et al., 2005). This study subscribes to the shift to
African American and its rationales because it is an inclusive definition of African American and
as such, this study also includes all students who self-identify with the term, which may include
those from the Caribbean, West Indies, and Haiti, among others.
Micro-aggressions are described by Sue et al. (2007) as “brief and commonplace daily
verbal, behavioral, or environmental indignities, whether intentional or unintentional, that
communicate hostile, derogatory, or negative racial slights and insults toward people of color”
(p. 271).
Critical Race Theory is defined by Delgado and Sefancic (2017) as the study of the
intersection between race, racism, and power. Coming out of Critical Legal Studies, which held
that laws were in place to protect the existing power structures, critical race theory analyzes the
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normalization of racial structures and how these racial structures support an ideology of white
supremacy. As Bell (1995) once stated, “As to the what is, critical race theory is a body of legal
scholarship, now about a decade old, a majority of whose members are both existentially people
of color and ideologically committed to the struggle against racism, particularly as
institutionalized in and by law” (p. 898).
Transition is considered by Schlossberg (1981) to be an occurrence where one is placed
in a situation that requires one to reflect on assumptions about the world and one’s place in it
whereby, they have to make changes to their behaviors and relationships. In this study, the term
“transition” is anticipatory in nature.
Summary
Preparation for the college-to-career transition among African American men is
important in light of the history of systemic racial oppression and discrimination, as well as
evidence about the weaker persistence among African American men students, including those in
PWIs, to complete their higher education and find meaningful careers as professionals.
Within the career development framework, there should be time and effort to learn the
perspective of students, validate their experiences, remain open to discussions of race and
discrimination, identify coping strategies that would help them deal with racism and
discrimination, including encouragement to join African American men’s student network as
well as professional organizations and seek out mentors. African American students who are men
are well-supported prior to and during this transition may be better prepared for the challenges
they may face in terms employment opportunities and overall career readiness.
This study uses Critical Race Theory (CRT) to examine the perceived racial factors that
influence the career development of African American men in a PWI, with a particular focus on
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how race has shaped the career development of African American men college students in their
transition from college to their chosen career path. The following section provides a literature
review on the significance of Critical Race Theory, as well as a review of traditional theories of
career development, the experiences of African American men in higher education institutions,
racism in PWIs, and racial identity and CRT. I also provide context on the college-to-career
transition for African Americans. Chapter 3 addresses this qualitative study's methodology and
the constructivist philosophical perspective as a research strategy.!
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CHAPTER 2: LITERATURE REVIEW
The goal of this review is to examine the academic literature relevant to this study. This
literature review is divided into seven sections: (a) critical race theory (CRT), (b) historical
background of CRT; (c) CRT and education; (d) CRT and racial identity; (e) racism in PWIs; (f)
career development models and theory; and (g) summary with strengths and weakness and
suggestions for further research.
Critical Race Theory
Critical race theory (CRT) is the theoretical lens by which to examine the influence of
race on the career development of African American undergraduate men at PWIs. History is
understood in terms of race and racism as part of American life and must be viewed critically on
how race works structurally and systemically. Ladson-Billings and Tate (2006) pointed out that,
“race continues to be a significant factor in determining inequity in the United States [and this
fact] is easily documented in the statistical and demographic data” (p. 12). Furthermore, critical
race theorists tend to believe that race and racism are normal and “the usual way society does
business, the common, everyday experience of most people of color in the country” (Delgado,
2017, p. 8).
CRT has two main aims, namely (a) to investigate the relations between race, racism, and
power in society, and (b) emphasize social justice to disrupt these relationships (Delgado &
Stefancic, 2017. Racism is “a system of ignorance, exploitation, and power used to oppress
[African Americans], Latinos, Asians, Pacific Americans, American Indians, and other people on
the basis of ethnicity, culture, mannerisms, and color” (Marable, 1992, p. 5). CRT has five core
concepts, which are racial realism, differential racialization, interest convergence,
intersectionality, and counter-storytelling (Marable, 1992). Racial realism treats racism as a
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permanent, regular “widespread and deeply woven into the fabric of society” (Delgado &
Stefancic, 2000, p. 225). Racial realism reveals the advantages in American society that White
people gain on the basis of their skin color and spurns the notion that American society can be
colorblind in the sense that race is not relevant. On the other hand, race is socially constructed in
differential racialization where “the dominant society racializes different minority groups at
different times, in response to shifting needs such as the labor market” (Delgado & Stefancic,
2017, p. 10). From the perspective of interest convergence, racial inequality can be eliminated
when the interests of minority groups align with White interests (Delgado & Stefancic, 2017).
Intersectionality highlights how social identities intersect and overlap with each other, such that a
person may have multilayered experiences relative to racism and by extension, oppression
(Delgado & Stefancic, 2017. For example, an African American man may be subjected to racial
discrimination and be oppressed because of his subordinate racial identity. To exacerbate
matters, that same man is marginalized because of poverty. Meanwhile, counter-storytelling
seeks to affirm that racial minority groups are disadvantaged because of their racialized
experiences in ways that their White counterparts do not experience and may not even be aware
about (Delgado & Stefancic, 2017). Therefore, for this study on the career development of
African American men in a PWI, the use of CRT as a theoretical framework highlights the
intersectionality of racialized experiences and racial identity that potentially impact African
American men at a PWI. The central tenets of CRT that are relevant to the study are racialized
realism, intersectionality, and, differential racialization.
Yosso et al. (2004) explain that CRT is “a social justice project that works toward
realizing the liberatory potential of schooling” (p. 4). Citing Daniel Solórzano, Yosso et al.
(2004) discuss the five tenets of CRT in education. The first is the “intercentricity of race and
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racism with other forms of subordination,” where CRT considers the premise of race and racism
as being “central, endemic, permanent, and a fundamental part of defining and explaining how
U.S. society functions” (p. 4). CRT acknowledges the inextricable links between race and
subordination ion the grounds of gender, socioeconomic status, class, immigrant status,
phenotype, accent, and sexuality. The second tenet of CRT in education is the challenges to
dominant ideology, in that CRT challenges White privilege and rejects claims schools make
about “objectivity, meritocracy, colorblindness, race neutrality, and equal opportunity” (Yosso et
al., 2004, p. 4). The third tenet is CRT’s commitment to social justice in order to (a) eradicate
poverty, racism, and sexism; and (b) empower people of color and other subordinated groups.
The fourth tenet is CRT’s recognition of experiential knowledge among people of color as
“legitimate, appropriate, and critical to understanding, analyzing, and teaching about racial
subordination” (Yosso et al., 2004, p. 4). The fifth tenet is that CRT is transdisciplinary in the
sense that it transcends disciplinary boundaries in order to investigate race and racism from
historical and contemporary perspectives.
By using critical race theory, one can understand how race, power, and privilege
influence the career development of African American men in college. A study conducted by the
Schott Foundation for Public Education (2011), a national organization keeping track of the
progress of African American men, indicates that only 47% of African American men graduate
from high school and that they are also more chronically unemployed and underemployed, less
healthy, and have access to fewer healthcare resources than men of other racial/ethnic groups.
African American men also have shorter lifespans compared to their counterparts from other
racial groups and are incarcerated for longer periods of time compared to men from other
racial/ethnic groups (Hines & Holcomb-McCoy, 2013). Harper (2004) explains that African
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American men fall into this pattern partly because the traditional pathway to masculine identity
development is limited among these individuals. African American men have long been under
pressure to adhere with European American standards of manhood as being the protector,
provider, and disciplinarian but have been struggling to do so. Indeed, African American men
have been suffering from inequities in earning potential, employment, as well as limited access
to educational opportunities that prevent them from attaining these roles. In order to compensate
for the resulting feelings of powerlessness, guilt, and shame since they are unable to adhere with
these expected traditional masculine roles, some young African American men have been redefining masculinity to highlight sexual promiscuity, toughness, thrill seeking, and the use of
violence in their interpersonal interactions (Harper, 2004). It is equally important to note that
African American men have been historically unable to attain White masculine ideals because of
race-driven material constraints such that expectations for African American men to assume
these seemingly unattainable masculine roles exacerbate identity conflicts.
One can thus safely assume that African American men encounter racism in their career
development (Cornileus, 2010). One manifestation of racism is microaggression. Solorzano et al.
(2000) note that whether inside or outside of the classroom, racial microaggressions within
academic spaces:
…are filtered through layers of racial stereotypes. That is, any negative action by or
deficiencies noted among one or more African American students are used to justify
pejorative perceptions about all African American students, while the positive actions or
attributes of one or a few African American students are viewed as rare cases of success
amidst their racial group's overall failure. (p. 68)
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Cornileus (2010) summarizes that some strategies African Americans use to negotiate the
impact of racism on their career development include assimilation, biculturalism, and mentoring.
Through assimilation, African Americans attempt to fit into cultural norms of White society in
order to gain acceptance. By doing this, Whiteness continues to be normalized. Mentoring is a
strategy that can be used to negotiate racism. Mentoring relationships are also important to
African Americans’ career development particularly if it includes career support and
psychosocial support to help African Americans develop and maintain self-esteem and
professional identity (Cornileus, 2010).
Historical Background of CRT
Critical race theory began as a theoretical movement in American law schools in the
1980s in response to racism in American law and legal systems (Cooper & Hawkins, 2014).
Specifically, CRT is often used as a framework to challenge the notion that educational
institutions are “race-neutral” settings (Cooper & Hawkins, 2014, p. 158). The first tenet of CRT
acknowledges that racism is normal and a core aspect of the educational system (Delgado &
Stefancic, 2000; Harper, 2009; Ladson-Billings & Tate, 2006). It may be hypothesized that
because academic institutions are a significant system in reinforcing and teaching the ideologies
that are embedded in the American culture, they have the power to encourage all students of all
races, classes, and backgrounds to adhere to the dominant culture. In the context of this study,
this required conformance leads to a cultural dissonance for African American men, or the
uncomfortable sense of discord, disharmony, confusion, or conflict that people experience as a
result of their evolving cultural environment.
Specifically, CRT emerged in response to shortcomings in class-only analysis by Critical
Legal Scholars (CLS) who adopted a Marxist critique of U.S. jurisprudence (Crenshaw et al.,
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1995). Although not abandoning class as an explanatory factor, CRT scholars noted that the law
has largely been responsible for racial subordination and inequity. In the realm of education, and
in adherence with their colleagues’ legal views of CRT, Ladson-Billings and Tate (2006) argued
that education policies and practices in the United States significantly contributed to inequitable
educational outcomes for students of color and was the logical outcome of a larger inequitable
social and political system that is grounded upon the subordination of people of color and people
who live in poverty. Ladson-Billings (1998) also contended that race was under-theorized in
education. Two decades after Ladson-Billings and Tates’ (2006) seminal work on CRT and
education, CRT has emerged as a full-fledged subfield in education and continues to, and
extends upon, CRT legal scholarship (Dixson & Rousseau, 2005). It must be noted that for both
CRT in the legal scholarship and CRT in educational scholarship, a pivotal tenet is social
change. This means to say that for CRT scholars, regardless of their field of study, the study of
race and racism and their relationship to power is more than just an intellectual exercise. For
CRT scholars, it is crucial that the ways through which racialized inequity manifests and persists
should be exposed in order to develop social actions that can lead to social change (Cooper &
Hawkins, 2014). Although CRT scholars in education usually utilize CRT constructs to analyze
an educational issue, policy, practice, or even to understand and/or theorize why racialized
educational inequities persist, the end goal of such analysis and discourse is the fight for social
change. This is because CRT scholars recognize that while racism is endemic in the United
States, the pursuit for equity is a noble and worthy endeavor (Bell, 1995).
For African Americans in general, the struggle for education equality started during the
era of slavery when enslaved Africans began to learn reading and writing (Anderson, 1988). In
today’s modern times, the pursuit for equity is waged not only to learn to read and write, but also
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to exercise the right to attend a high-quality and well-resourced school with expert teachers
(Dixson et al., 2015). Along with the struggle for educational equity, racism impacts African
American people’s pursuits of safe and affordable housing, gainful employment with a livable
wage, and access to health care, as well as protection from police violence. Legal scholars
developed CRT to understand and provide interventions for these issues, particularly as they
affect the lives of people of color.
CRT and Education
For the present study, CRT is a powerful theoretical lens that facilitates understanding
about how race and racism, power, privilege and oppression, and the intersectionality of these
factors, affect the career to college transition of African American men in a PWI. First, the use of
CRT calls attention to the dominant educational structures that lead to racial discrimination.
Second, using CRT allows an acknowledgment of the permanence of racism within the
counternarratives of selected participants to shed light on how the said participants navigate their
education and career development at the PWI. Structures that allow racism are recursive, which
means to say that they are socially-created and maintained by people and institutions within that
society (Dixson & Rousseau, 2006). These embedded structures that propagate racism in
education generate different outcomes.
Generally, African American men have been noted to be “in a dire situation in the United
States” (Hines & Holcomb-McCoy, 2013, p. 68). A 2006 survey conducted by the New York
Times shows that experts from Columbia, Princeton, and Harvard University agree that there is a
rapidly increasing number of poorly-educated African American men who are also “becoming
ever more disconnected from the mainstream society” (Hines & Holcomb-McCoy, 2013, p. 68).
To further exacerbate matters, national surveys and empirical studies show that African
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American men are overrepresented in juvenile detention centers, prisons, and in special
education classes, while they are underrepresented in secondary school honors and advanced
courses and college campuses, and they are consistently reported as academically underachieving
in today’s schools (Hines & Holcomb-McCoy, 2013).
Palmer and Young (2009) paint a bleak picture of African American men in the area of
education. Palmer and Young (2010) describe African American men in this context as “an
endangered species” (p. 466). Research indicates that this description has emerged for various
reasons. For instance, during their elementary and secondary education, African American men
are dissuaded by educators and counselors from attending college compared with their White
counterparts (Palmer & Young, 2010). In addition to this, African American men are
disproportionately disciplined by their teachers and more likely to face expulsions and
suspensions for longer periods of time and with more frequency compared to their White
counterparts (Palmer & Young, 2010). African American men are also overwhelmingly overrepresented in special education and they are disproportionately designated to classrooms where
students are of low academic performance. From these perspectives, a critical dilemma is that the
success of African American men in education hinges upon their academic achievement; yet,
education systems do not promote this success. In reality, African American men have the lowest
high school grade point average (GPA) and also perform weakly on standardized tests (Palmer &
Young, 2010), with critical implications for longer-term academic access and success.
Among African American men who experience academic failures, these failures start
early, thereby serving as barrier to their respective abilities to complete high school and, even
worse, college (Palmer & Young, 2010). In turn, some African American men who do not
complete school are adversely affect their literacy and employability. Because of these dire
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situations, many African American men reach 10th grade or even graduate high school with
inadequate literacy. Consequently, some African American women/men are not able to attain
higher education particularly because they are less likely able to yield a favorable return on their
investment in comparison with their White counterparts (Palmer & Young, 2010). This is
supported by statistics showing that African American men who do attain a bachelor’s degree
will earn only 72% of what their White counterparts do but who have attained comparable
education (Palmer & Young, 2009).
Studies on the experiences of African American men in higher education have also
focused on their challenges at PWIs compared to the challenges that they may face even in many
historically Black colleges and universities (HBCUs). In 2015, only 9% of African American
college students were enrolled in HBCU, of which there are 101 institutions with a total number
of 300,000 African American students (Anderson, 2017). Researchers have provided evidence
showing that African American men have better learning experiences at HBCUs than at any
other type of academic institution (Palmer & Young, 2010). Fleming (1984) states that African
American students in HBCUs are satisfied, engaged, and well-adjusted in the campus. They are
also more likely to persist in completing their education, rendering better academic achievement
and performance in HBCUs than on White campuses. Furthermore, African American men at
PWIs are less likely to enroll in an advanced degree program and have lower post-graduation
rates and earnings (Palmer & Young, 2010). Nevertheless, even though substantial evidence
shows that HBCUs are an optimal learning environment for African American men, still, many
of these universities contend with challenges related to attrition of African American men
students (Palmer & Young, 2010).
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In the United States, endemic racism in postsecondary institutions contributes to African
American men students’ experiences with racial discrimination, social isolation, academic
neglect, economic deprivation, and limited leadership opportunities on campus (Cooper, 2012).
Notably, the earlier perspective of CLS involving Whiteness as property norm pertains to the
social structure of American society, which endows Whites certain privileges on the basis of race
(DeCuir & Dixson, 2004). This Whiteness as property norm functions in three ways, namely (a)
the rights of disposition, (b) the rights of use and enjoyment, reputation, and status property, and
(c) the absolute right to exclude (Harris, 1993). In PWIs, reality is such that Whites occupy the
majority of the leadership positions on campus which implies Whiteness as property norm as
they determine the policies and subsequent implementation regarding which students are given
access certain opportunities and resources (Singer, 2005). To recall, it was mentioned earlier that
the first tenet of CRT is that racism is normal and a core aspect of the educational system, and
the second tenet says that the end goal for CRT is social change. A third tenet is interest
convergence, which refers to the notion that any progress associated with a marginalized group
may only be achieved if it also benefits the dominant group (DeCuir & Dixson, 2004). Here, Bell
(1992) argues that African Americans’ progress in the United States has basically been due to
fulfillment of powerful Whites’ economic needs instead of altruistic desires to improve the plight
of African Americans.
In its current form, CRT challenges the traditional paradigms, methods, texts, and
separate discourses on race, gender, and class because it highlights the different ways through
which social constructs intersect to impact people and communities of color (Yosso, 2005).
Moreover, increasingly, CRT is also being applied to higher education. Indeed, in the past years,
scholars have been using CRT to explore collegiate experiences of students of color, including
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African Americans to make room for efforts to address deficit language and thinking associated
with historically marginalized populations (Buenavista et al., 2009; Delgado & Stefancic, 2017;
Ladson-Billings,1998). Considering that CRT is constantly being applied to widening areas of
practice, those in the field of education have associated CRT with basic tenets that govern its
practices. Three main tenets have been discussed in this literature review. Below are four
precepts that may serve as potential solutions that educators can undertake to adjust their
practices with students of color.
First, as stated earlier, CRT scholars believe that racism is endemic (Delgado &
Stefancic, 2017). This means to say that racism is prevalent, ordinary, and non-aberrant within
American society. Carter-Andrews and Tuitt (2013) likened racism to the pervasiveness of smog,
suggesting that it cannot be avoided or escaped. Instead, society should assuage its effects as best
as they can. Second, CRT seeks to support the unique voice of color (Delgado & Stefancic,
2017). CRT is grounded on qualitative, experiential, and lived knowledge, as well as
underpinned by the argument that even though not all people of color experience racism
identically, they are able to collectively speak about issues of racism that White people cannot
adequately address (Lee, 2018). Therefore, CRT holds that experiential knowledge of people of
color is valid, legitimate, and an integral part of analyzing and understanding racial inequality
(Lee, 2018). For African American college students who are men transitioning to their respective
careers, CRT may be tied with certain career development theories. These career development
theories are discussed at greater length in succeeding subsections of this proposal. Nevertheless,
here are some examples. Cochran’s (1997) Narrative Theory places importance on the personal
narratives of students in finding career interventions, where the students make sense of their past
and present in order to navigate the future. The career construction theory holds that one’s career

25

reflects the continuity of life experiences unless changes are made with regards to self-concept.
Moreover, Holland’s Career Typology Model highlights the roles of microaggressions and racial
stereotypes that influence African American students’ career choices.
Third, CRT is used within education by those who are committed to social justice
(Cooper & Hawkins, 2014). The CRT framework is founded on the eradication of all types of
subordination of people. This means to say that CRT may be used in education activities to break
down institutions that perpetuate and maintain racist ideologies (Cooper & Hawkins, 2014).
Fourth, scholars also stand on the social construction thesis of race as foundational for CRT
scholarship and practice (Delgado & Stefancic, 2017). Here, the social construction thesis
suggests that race is a social construction. As such, race is invented yet is “deeply embedded in
our society and in our everyday actions with the world” (Leonardo, 2009, p. 3). This may be
difficult to grasp, but the distinction implies that even if race is socially constructed, very real
social and material consequences impact populations of racialized oppression (Leonardo, 2009).
Taylor (1999) emphasized the importance of applying CRT to educational policy and
practice: “racial analysis can be used to deepen understanding of the educational barriers for
people of color, as well as exploring how these barriers are resisted and overcome” (p. 8).
Therefore, CRT allows scholars to highlight the importance of acknowledging the variance of
experiences of students of color marginalized outside of what are considered as the universal
truths of the educational experience.
Importance of Racial Identity
Racial identity refers to the “sense of group or collective identity based on one’s
perception that he or she shares a common heritage with a particular racial group” (Helms, 1993,
p. 3). Cross’s (1991, 1995) model of racial identity shows a process of moving from unexamined
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and frequently negative emphasis on individual racial identity to a more highly emphasized and
positive perspective. A person’s racial identity develops over time by means of different
experiences and helps a person to externalize racist encounters. Notably, students from different
backgrounds usually have their respective unique strengths that they use to deal with exigencies
characteristic of their environment (Fernandez, 2015). Cross (1995) says that an internalized
racial identity serves as a buffer against the adverse impacts of racism. Moreover, a positive
racial identity helps a person holistically develop confidence in one’s abilities and, as a
result, can lead to positive academic outcomes (Ogbu, 2008).
CRT and Racial Identity
Notably, CRT serves as a theoretical tool to deconstruct racism as deeply embedded in
the structures of society (Ladson-Billings & Tate, 2006). CRT reveals on experiences of people
of color about their reality. Using voice in identifying one’s reality brings power to studies of
race by permitting a deconstruction of oppressive narratives (Bernal, 2002). Master narratives are
based on dominant norms that shape and reproduce social practices, such as for example,
traditions in PWIs (Jones, 2020). The ideal of a master narrative is linked to the normative
messages of White privilege or race neutrality transmitted on college campuses, usually as
opposed to the experiences of marginalized students. Counternarratives, in contrast, deconstruct
those messages to shed light on the alternate realities of students of color (Dixson & Anderson,
2017). The role of race in the experiences of students of color highlights the complexity of racial
identity, especially within contexts where they are minoritized or actively marginalized. Even
though racial identity has been researched as a universal process and in relation to cultural
perspectives, researchers and scholars acknowledge racial identity as stable as well as situational.
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Racism in PWIs
The ideal of institutional norms of Whiteness is where individuals in higher education
function according to university structures (Jones, 2020). In U.S. higher education, institutional
structures center whiteness, creating norms and cultures that exclude and oppress people of
color. Whiteness is a property right in the sense that possession has been based exclusively on
the cultural practices of White individuals and is evidenced in inequitable social practices
(Harris, 1993). Ladson-Billings and Tate (2006) studied concepts of Whiteness as property to
education in order to demonstrate the ways by which property as a right shed light on inequity in
various forms: institutional cultural norms and standards, curriculum and material differences
across school districts, ideals of institutional prestige, as well as school segregation as attested by
unequal access. Here, it must be noted that typically, Whiteness as property means that
Whiteness is essentially not just a racial identity but an actual thing (property) that White people
own and that imbues power. This property is wielded to gain privileges. PWI campuses typically
institutionalize traditions that promote conformity to White norms and histories as the
established culture for all students (Sinanan, 2016). Studies show that when students of color do
not adhere with such cultural standards, the dominant group considers and treats them as inferior
or through a deficit lens. Hence, applying CRT highlights the manifestations of Whiteness and
crucial in challenging race neutrality and highlighting PWI racial inequalities.
Traditional White organizations such as PWIs, as attested by the counternarratives of
participants in this study of African American male students in PWI, are spaces where people of
color are typically underrepresented. As such, these students seek to maintain connectivity to
their racial student groups while also noting the lack of diversity in mainstream groups (Jones,
2020). In addition to these, scholars have shown that African American male students are
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pressured to represent the collective Black student community but at the same time, want to be
able to navigate dominant norms in PWIs so that they can also be represented in voice on
campus (Jones, 2020). To effectively understand the racialized experiences of African American
male students in PWIs, it is essential that the onus be placed on institutional agents so that
inequities may be addressed. As said earlier in this study, administrators usually espouse
messages of diversity without addressing institutional racism.
Scholars and researchers have been challenging the normalized idea of college as raceneutral and inherently the same for all students through scholarship emphasizing how students of
color endure marginalization (Patel, 2015). Students of color who experience challenges in terms
of campus inequity are considered and treated as the Other, in contrast with the ideal of
engagement represented by the dominant student body (Martin, 2014). Just as importantly, while
at the surface, involvement may be portrayed as a personal endeavor, critical analysis indicates
that traditional White organizations such as PWIs disproportionately reap embedded benefits
from university support toward White students compared to organizations or schools for students
of color (Hurtado et al., 2008). In this regard, those PWIs designed for and perpetually
represented by the dominant group can be considered as a property right for White students,
which means that they are entitled to it. Instead of placing the burden on students to battle
inequity, studies must continue to be conducted to make visible the inequalities sustained by
racialized organizational structures in order to preserve race neutrality.
Career Development Models and Theory
This section briefly provides an overview of several career development models,
including Super’s Life-Span Model, Cochran’s Narrative Theory, Krumboltz’s Happenstance
Theory, Holland’s Career Typology Theory, and Social Cognitive Career Theory. Understanding
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career development models that are in current practice and whether these models are useful in
depicting the experiences of African American men is important to this study. A major issue is
that career development is a somewhat new discipline, and, as such, there is very little in terms
of literature on career development and race. Leong and Hartung (2000) state that career
psychology pays little attention to cultural factors and career development models have
traditionally held relevance for only a small segment of the population, namely, White middleclass, heterosexual men.
Lifespan Model
Super’s (1980) lifespan model considers personal and environmental factors in career
development. His view on career development focused on career choice over the course of a
person’s lifetime. Humphrey (2007) noted that Super was one of the first to establish a
connection between career development and personal development. As such, career development
is an ongoing and continuous process based on a person’s self-concept. Cornileus (2010) points
out that the theme of Super’s theory is that a person chooses a career that will allow a person to
function in a job that falls in line with his/her self-concept over the life-span. The life stages are
growth, exploration, establishment, maintenance, and decline (Super, 1980). The stages coincide
with the role that individuals play over the course of a lifetime such as child, student, leisure,
citizen, worker, spouse, homemaker, parent, and pensioner. Thus, an individual makes career
choices depending on life stage. Unfortunately, Super’s lifespan theory does not address people
of color and minimally mentions how gender affects career choice. Given societal dynamics and
constraints, an African American person has to consider their career choices in the context of
race. Super’s theory fails to address this. According to Cornileus (2010), “Given how African
American men are conceptualized and are the brunt of persistent negative stereotypes and
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discrimination in this society, it stands to reason that their career development is also impacted—
and most probably impacted negatively” (p. 71).
Narrative Theory
Cochran’s (1997) Narrative Theory relies on personal stories to discuss career
interventions wherein students are able to make meaning from their past, present, and
perspective/future experience. The career construction theory asserts that careers are “a reflection
on the course of one’s vocational behavior, not vocational behavior itself” (Savickas, 2002, p.
205). One’s life is told by emphasizing a sense of purpose that can explain the continuity and
change in oneself across time, which is similar to Super’s lifespan theory in considering selfconcept. Savickas continues:
The social networks that engage individuals impose cultural scripts about gender, race,
ethnicity, and class that condition the development of children’s vocational self-concepts.
Career attitudes and aspirations are tightly tied to the social practices in which they are
forged. Ignoring this contextualize idea of “habitus” leads to an exaggerated belief in
agency. Although self-determination plays a role, careers are deeply grounded in “status
identity,” that is, an individual’s internal representation of his or her location among
unequal social positions. (p. 164)
The narrative paradigm for constructivist career counseling helps clients to author selfenhancing and generative career autobiographies, especially vocational stories that allow them to
see clearly what is at stake, what the alternative choices are, and what decision needs to be made.
Connecting today’s indecision to yesterday’s experiences and tomorrow’s possibilities serves to
clarify meaning, allow comprehension, and enhance the ability to choose. This central task of
enhancing narratability requires that counselors help clients rewrite and edit their career
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narratives in a way that invests work with personal meaning and charts a future course. When
discussing a career transition, the counselor helps clients to personalize their experience of
discontinuity by fitting the problem into the larger pattern of meaning. This narrative shaping of
transitional discontinuities engenders meaning that bridges the separation, reduces confusion,
and resolves doubt. The reward for looking at the past to construct a story about the present is the
ability to move forward into the future. In a way, this theory can address race if relevant,
addressing opportunities and alternative available to an individual, and the decisions that they
have to make.
Happenstance Learning Theory
A third model is the Happenstance learning theory (Krumboltz et al., 1976) that
essentially posits that career choice is based on chance and one’s learning experiences through
planned and unplanned events. Schlesinger and Daley (2016) point out that the goal of this
theory is to encourage students to embrace unplanned events as desirable and necessary. In their
transition from college-to-career, students should consider their values, interests, personality, and
skills to help them make decisions in circumstances that are unpredictable. Essentially, careers
are subject to non-linear and continual change; sometimes, small steps have profound outcomes,
and sometimes changing everything changes nothing. Careers are unpredictable, with many
people expressing a degree of surprise/delight or disappointment at where they ended up.
Although the Happenstance model has some similarities with the Lifespan and Narrative
models, the samples that were used in the development of these theories have been White
students from high socioeconomic status (Brown & Lent, 2004). Furthermore, issues such as
affirmative action policies that systematically affect the career trajectories of African Americans,
implicit bias and structural racism that inhibits access, are not addressed (Brown & Pinterits,
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2017). Carroll McCollum (1998) adds that African Americans are often treated as a monolithic
group. Using these theories in such a way does not maximally benefit the career development for
African American students. Furthermore, racial identity development should also be considered
because social-political problems influence one’s career development. Again, race and gender
discrimination, socialization, and culture are rarely, if ever, considered in career development
theory and are not addressed in the literature.
Career Typology Model
Yet another model, Holland’s Career Typology Model, identifies six types of
personalities and environments: Realistic, Investigative, Artistic, Social, Enterprising, and
Conventional, which emphasize that a person’s career choice is determined by that person’s
personality and abilities, as well as their likes and dislikes. However, Cornileus (2010) found that
African Americans tended to be overrepresented in social occupations where they enjoy the
company of others particularly to help them, while underrepresented in enterprising occupations
where they enjoy the company of others, but for the goal of dominating them or persuading them
rather than to help them. Additionally, Spokane et al. (2002) found issues with how to apply
Holland’s model across cultures and with respect to socio-economic status. With an
understanding of microaggressions and stereotypes, African American students’ self-concept
should be considered when observing career choice. For this reason, scholars consider that
Holland’s model could use additional research while acknowledging issues that affect African
Americans. Nonetheless, we can ascertain the importance of self-concept through all of the
career development models despite the fact that most of these models have been based on the
study of middle-class White men.
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This is not to say that there have not been culturally relevant career development models
that consider issues of race, gender, and context. For example, Cross’s (1991) nigrescence model
considers the aforementioned racial identity development that African Americans experience
from not noticing race as a career factor to becoming fully aware of the influence of race in
career development. However, research has noted that nigrescence theory does not consider
gender differences nor does it emphasize career development, instead focuses specifically on
racial identity development.
Social Cognitive Career Theory
Lastly, Social Cognitive Career Theory (SCCT) is grounded upon Social Cognitive
Theory (SCT) and holds promise as theoretical framework for empirical investigations such as
this study on the career development of African American men in a PWI (Lent et al., 1999).
SCCT is the process by which a person forms his or her academic and occupational interests and
makes academic and career-related choices, and in relation to these, achieves levels of success
academically and professionally (Lent et al., 1999). The SCCT builds upon Bandura’s SCT and
as such, emphasizes agentic variables, namely self-efficacy, outcome expectations, goals, and
how these interact with other people- and environment-related factors including, gender,
race/ethnicity, social supports, and barriers in the context of career development (Lent et al.,
1999). Because of its foci and emphases, SCCT has been applied to studies pertaining to the
associations between racial/ethnic minority and majority students at pre-college and college
levels. The relevance of SCCT to this study on the career development of African American men
in a PWI is that it facilitates analysis of school-to-career contexts, calling upon professionals
involved in career development to create and design effective bridges from academics to the
workplace so that students are well-prepared when they set foot into the real working world. The
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SCCT encourages views that do not isolate school-to-career transition because it holds that this
transition does not commence after college graduation but instead, gradually unfolds throughout
and individual’s school years (Lent et al., 1999). However, as mentioned earlier, SCCT has not
been widely applied to studies on African American men and the extrinsic factors that dictate
opportunity structures.
Hackett and Byars (1996) emphasize the importance of a comprehensive model on career
development applicable to the unique collective experiences of racial and ethnic minorities,
particularly on women. They note that a highly promising career theory that would satisfactorily
account for ethnicity and race in career development is SCT. Referring to the SCCT, Hackett and
Byars (1996) explain that there are two dimensions of the theory that address cultural and ethnic
dynamics. First, early influences on a student’s life, such as gender and race, socioeconomic
status, as well as family and community influences, may determine aspects of that student’s
socio-cognitive status including self-efficacy and outcome expectations (Hackett & Byars, 1996).
Second, ongoing contextual influences in a person’s life moderate, facilitate, or deter sociocognitive status factors. Hackett and Byars (1996) emphasize that gender and ethnicity are two
important factors that greatly influence self-efficacy that, in turn, may determine outcomes in the
areas of career and education. Consequently, gender and ethnicity also influence a person’s
interests, goals, and choices. The roles of gender and ethnicity are also important in
“performance accomplishments, vicarious learning, physiological and affective states, and verbal
persuasion” (Hackett & Byars, 1996, p. 324). Although successful performance accomplishments
are typically the strongest source of information pertaining to self-efficacy judgments, there are
life circumstances that make one of the three other efficacy sources more impactful in
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influencing career efficacy beliefs. Under SCCT, gender and ethnicity are examples of these life
circumstances.
Dickinson (2007) conducted a study to determine the applicability of SCCT on African
American college students. Dickinson (2007) found that the SCCT is, indeed, applicable to
African American college students. For African American college students, learning experiences
significantly contribute to the development of self-efficacy beliefs and outcome expectations
relative to specific subject domains, such as math or science. Examples of these learning
experiences are personal performance accomplishments, vicarious learning, and verbal
persuasion as well as physiological arousal (Dickinson, 2007).
Brown and Associates (2004) continue that an aspect of career development theory that
should be given serious thought is how those who are culturally different from the White norm
use language. The authors state:
Rapidity of speech, verbal expressiveness, use of interpersonal space, tolerance for
silence, and many other variables differ across culture. . .. Failure to take cultural
differences in communication style and language into account in recommendations
regarding career counseling is a major omission. These positions of Eurocentric social
value of individualism contrasts with minorities who tend to endorse collective social
value where the group is the most important social unit. (Brown & Associates, 2000, p.
373)
A closing point to make with these career development models and theories is that most
university career services departments use elements of these methods as a reaction to societal
changes. Often, a holistic approach is used in career development given the emphasis on
increased use of technology, changes in demographics, and the beginnings of multicultural career
counseling that characterizes this period of time in the United States (Pope, 2000). Dey and
Cruzvergara (2014) agree by asserting that paradigm shifts in how career services are delivered
is connected to economic, social, and cultural norms.
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The implications of this are that it is still important to uphold the spirit of these past
models and theories while integrating new approaches that consider underrepresented and
marginalized groups such as African American men in order to fully understand the contexts of
these individuals (Dey & Cruzvergara, 2014).
Career Development for African American Men
Many college graduates face problems in making the transition from college to work.
When one factors in race, the challenges to career development and upward mobility are stark for
African American men. Shea (1999) states that “upon leaving the college campus environment,
students may realize how different life is now that they are not constantly surrounded by
hundreds of people of approximately their same age and pursuing similar goals” (p. 98). Further
still, none of the models of career development that have been discussed focus on the career
development and school-to-work transition for African American men. Yet, research suggests
that African American men are likely to have experiences that differ from their peers. For
example, Collins (2011) points out that many of the jobs that tend to be available to African
American men are racialized roles where they are often excluded from authoritative roles.
Collins (1997) classifies work as "racialized" when its definition suggested a real and/or
symbolic association with African American populations, concerns, or civil rights organizations.
Loscocco (2017) acknowledges that employment opportunities according to race have
historically been a way for whites to achieve economic advantages over people of color and
would often “have a better shot at good jobs than people of color with similar credentials” (p.
95). Sadly, there is little in the way of literature that details the experience of African American
men as they too make this transition. Brown (2000) posits that career development theories are
insensitive to cultural differences when considering the college-to-career transition and states
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that intercultural communication should be a consideration for all of the career development
models; however, it is rarely addressed.
Wendlandt and Rochlen (2008) assessed university-to-work transitions to develop a
method for researchers to examine the extent of workplace demands and requirements involved
in the entry process for students that have recently completed their degrees. They identify three
areas that are important in ongoing industry, which are anticipation, adjustment, and
achievement together, which have not been effectively addressed together through previous
models. Anticipation (Wendlandt & Rochlen, 2008) is characterized as the transitional stage of
employment socialization before an individual enters a work environment where they are likely
to experience a sense of loss from leaving something behind while continuing a process of
exploration of employment role expectations, needs, and understanding what it is that they want
in life. Likewise, during the Adjustment stage, new employees work to develop themselves as
successful and important members of a team and the organization, as well as become acquainted
with the culture (Wendlandt & Rochlen, 2008). Lastly, Achievement marks when the employee
is working to retain membership in the organization. Ideally, this is marked by high rates of
employee satisfaction, shared support between the company and the employee, outsider
interaction with the company and internal motivation to work (Wendlandt & Rochlen, 2008).
Wendlandt and Rochlen (2008) recommended that institutions consider implementing the
model or adjusting existing similar models to better address the three areas as priorities, although
they did not provide much elaboration on the important relation of race to these three arguably
effective areas of focus. The authors recommended that university program developers focus on
raising their support in increasing the complex aspects of the change, while their research
provided some indication that the students can benefit through increasing their focus on
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professional demands in addition to the basic prerequisites that are required to apply for a job.
While this research and the theories described above provide some basis for understand the
career development needs of college students today, they overlook the unique experiences of
African American men. Specifically understanding the career development needs of African
American men can help to address this aspect of racial tensions with specific regards to their
increased relevance in American society, particularly with respect to Southern universities and
areas of industry where this specific aspect of racial tensions and theoretically the greater
potential for glass ceilings and sticky floors, appears to have a higher potential to exist. To note,
glass ceiling and sticky floors are concepts representing barriers to progress in a given
environment, usually, the workplace. Glass ceilings and sticky floors are invisible barriers to
success. Similarly, research focusing on the capacities for Southern states within the U.S. to have
glass ceilings or sticky floors due to racism being more integral in the culture historically might
help to improve understanding and development in a range of areas in addition to contributing to
the research base regarding these concepts (Fang & Sakellariou, 2015).
Other researchers that contributed to the support of providing a contribution to the
literature base regarding contributions to the glass ceiling and sticky floor phenomenon in the
Southern region of the U.S. includes Murphy et al. (2010), who studied college to career
transitions as an aspect of emerging adulthood, but with a clear emphasis on Caucasian culture
that is not relevant to the full spectrum of races or applicable to university processes that are
important in work and industry. Their qualitative effort involved an assessment of the first three
years of transition, and while racial dimensions were given regard, the role and potential
implications of racial dimensions did not provide a contribution or direction for relevant ongoing
research and development. Therefore, the researchers could have provided further direction in
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considering this, but their emphasis on the experience and transition processes provided a
conceptual framework ideal for considerations in applications to these cultures. Consideration of
the African American race specifically would be beneficial to the knowledge base, as would the
previously mentioned regional and proportional policy implication differences.
Additional researchers can provide a contribution of this important matter while targeting
important internal academic functions that should be addressed for race related reasons.
Adjusting policies is important to optimize the integration of races to reflect culture as
demanded, but literature should focus on the ongoing demands of racial issues in communities in
order to be fully considerate of all areas to optimize relevant internal, industrial, and studentrelated career development needs.
Based on the literature discussed here, it is seen that African American men are
underrepresented in higher education and may potentially encounter unique challenges accessing
and succeeding in college. These experiences could affect their career development processes,
and the ways in which they are preparing for their transition out of college. While existing
research and theories provide some basis for understanding the experiences of college students
today, including some of the unique experiences of students who hold minoritized identities
(e.g., Parks-Yancy, 2012; Tate et al., 2015), an understanding of the career development
experiences of African American men within the context of a PWI remains underexplored. This
study seeks to address this gap in literature by exploring the experiences and counternarratives of
African American men at a PWI to understand the ways they approach career development, with
critical implications for more inclusive theory and practice.
Summary
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Current theories are lacking such that it is highly likely that career support at colleges for
African American men is also lacking as well. African American men students still find
difficulties attaining the career mobility of their White peers, and researchers have accepted that
there is a need to study college to career transitions of ethnic minorities, identify challenges, and
seek to remedy them (Benjamin & CAE, 2016; Greenleaf, 2011; Leung, 1995; Murphy et al.,
2010).
Scholarly research has paid little attention to racism and the effects it has on African
American men and their career development. In fact, career development literature contains very
little on the issue of race despite the increasing diversity in those who attend college (Humphrey,
2007). Further examination of the influence of race on the career development of African
American men in PWIs is necessary. Particularly, this study is interested in determining the
appropriate path and strategies for career development of African American men at PWIs. This
study has drawn from critical race theory to build an understanding of the experiences of African
American men at PWIs, in order to discern implications for additional support systems,
professional skills development, and career readiness for African American students to determine
a more effective practice for providing support surrounding the transition from college-to-career.
As noted, current career development models are inadequate in addressing the needs of African
American men as they transition from college-to-careers. In this way, the study hopes to build on
career development theory and current literature.
The primary strength of this study is the theoretical framework that informs it, including
the application of CRT to understand African American men’s experience and unique set of
circumstance in the United States. Although traditional models of career development can be
helpful, research must be inclusive of cultural differences, including the special consideration of
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political and social barriers faced by African American men at PWIs. Scholars have already
begun to study the effects of race and racism on the career development of professional African
Americans, yet there are continued gaps in the literature about how these young men transition
from college-to-career with special consideration to issues and challenges these students face at
PWIs. !
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CHAPTER 3: METHODOLOGY
Participants
Due to the nature of the research, the selected sites had to satisfy a certain inclusion
criterion. The main criterion is that that it had to have a predominantly White population and
located in the United States. Participants were drawn from eight PWI American Universities. To
qualify for the study, therefore, the institution had to have at least 48% White student
composition in the present and for at least a decade prior. This proportion and time period
allowed for a designation of being historical and presently predominantly White. The narratives,
therefore, come from African American men in this respect made up by a variety of
environments. The data, therefore, has greater value because it ultimately characterizes larger
themes related to the African American experience across PWI contexts.
The study examined the experiences of 12 Black male undergraduates enrolled in
predominantly White institutions (PWIs). The researcher employed purposeful sampling based
on the rationale that doing so provides the researcher the opportunity to produce a credible study
because data were collected from “information-rich cases for study in depth,” particularly
participants with shared important characteristics (Patton, 1990, p. 169). Moreover, purposeful
sampling enhanced the richness, validity, and quality of information collected from study
participants (Patton, 1990). The appropriateness of sample size in qualitative studies usually
depends on the questions that the researcher seeks to address. Based on both the rationale for
information-rich participants and the nature of the research questions, 12 participants were
recruited. In qualitative inquiry, the focus is on relatively small samples that may be studied indepth, selected purposefully (Patton, 1990).
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Research Design
The study used a qualitative inquiry approach to investigate the perceptions of influence
of race in college-to-career transition of African-American students who study in a
predominantly White institution (PWI). Qualitative method based on a constructivist paradigm
was used to confirm the reality of socially constructed, but multiple realities in existence
(Žukauskas et al., 2018). Adom et al. (2016) defines the constructivist philosophical paradigm as
an approach that maintains that individuals construct their own knowledge and understanding of
the world experientially by reflecting and experiencing things. This study is a qualitative inquiry
using the narrative inquiry approach. Normally, a researcher selects the qualitative method when
his or her goal is to obtain in-depth understanding of a given phenomenon that quantitative
analysis does not allow (Creswell, 2003). Effective qualitative investigators seek to generate
study results that provide insight into participants’ experiences as well as genuine thoughts and
reflections (Creswell, 2003). A defining aspect of qualitative research is that it seeks to provide
understanding about the relevant phenomenon using data collected as the analysis proceeds
(Morse & Richards, 2002). Consistent with the qualitative approach, this study on the influences
of race on the career development of African American men at PWI institutions derives its form,
quantity, and scope of research from the research questions, study purpose and goals, as well as
from data collected (Morse & Richards, 2002).
This qualitative study adopts the constructivist philosophical paradigm, which states that
individuals construct their own understanding and knowledge of the world through their
experiences and reflections of those experiences (Adom et al., 2016). From the perspective of
constructivism, learning results from the construction of meaning, which this study seeks to
achieve. Constructivism is that socially constructed knowledge indicating that there is no single,
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inherent truth, but that each person may have his or her own different interpretation and meaning
of experiences.
There is not a hypothesis that needs to be proven or disproven. Doing so is inconsistent
with qualitative inquiry that seeks to aim to describe, explore, and discover (Creswell, 2003). To
conduct this study, the investigation occurred in natural setting and context. Data collection for
this study involved conducting semi-structured interviews with participants. It must be noted that
the different ways through which race may be related to career development among African
American students and the varying contexts in which they occur are considered (Dickens &
Chavez, 2018). In order to achieve this, analysis was not limited to the experiences of African
American male students but also the different social, educational, political forces that have
influenced these experiences via an intersectional analysis (Irshaidat, 2019). Nevertheless, the
most important role as researcher is to represent the participants’ experiences through the lens
that the researcher inherently brings to this work. Most importantly, the overarching goal is to
amplify the students’ voices.
This chapter explains the methodology for the study, starting from the research question;
research design, participants; data collection; data analysis; validity, reliability, and
trustworthiness; ethical implications; positionality statement; and, limitations. Diverse
understanding of contextual factors was crucial for deconstructing the chosen research question:
How do racialized identity and racialized experiences influence the career development of
African American men undergraduate students?
Rationale for Narrative Inquiry
The rationale for using a narrative inquiry is based on the view that storytellers often
construct their stories with the sole purpose of conveying a specific perspective of an event
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(Wang & Geale, 2015). In that regard, its subjective meaning, and not necessary fact or truth that
is conveyed using stories. The purpose of using narrative inquiry is to reveal the underlying
meanings of people’s experiences as opposed to presenting objective and decontextualized facts
or truths. The approach was chosen as a way of presenting unbiased, and raw opinions of
African-Americans on their perceptions of influence of race in college-to-career transition of
African-American students who study in a predominantly White institution (PWI).
A narrative inquiry, also known as a narrative analysis, emerged in the field of qualitative
research at the beginning of the 20th Century (Clandinin, 2007). Narrative inquiry focuses on
personalized artifacts that tell the story of the individual or individuals being studied. In this
capacity, items like stories, field texts, autobiography, letters, conversations, interviews, and
similar data sources are frequently employed (Clandinin, 2007). These data sources can be
employed as singular sources of raw data or they can be used in tandem or in a systems capacity
with multiple data sources consistent with narrative inquiry sources. For this study, the
importance of interviews cannot be overstated, particularly since it is the main source of data
collected. According to Allen (2017), “Narrative analysis is a genre of analytic frames whereby
researchers interpret stories that are told within the context of research and/or are shared in
everyday life” (p. 2). The aim is to use this methodology to make meaningful and in-depth
interpretations through the examination of a variety of elements (Allen, 2017). Attention is
placed on how the stories are constructed, the function of those narratives, the way in which they
are performed and the overall substance of the story (Allen, 2017).
Narrative Analysis
According to Rodriguez (2016), narrative analysis is most useful for identifying
ideologies that underlie stories within the context of the larger culture. For the respective topic,
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there will inevitably be contexts impacted by the African American men’s experience in the
United States. This ties into elements like critical race theory, historical marginalization, and
community perspectives on higher education in general. The role in which education plays or
should play in the African American experience is one that has been widely discussed and even
debated historically. For example, two prominent figures in African American civil rights, W. E.
B. DuBois and Booker T. Washington clashed on what they felt were the best strategies for
Black social and economic progress (Public Broadcasting System [PBS], 2020). DuBois and
Washington emphasize the importance and role of education in Black men’s career preparation,
which is highly salient this study on AA students in PWIs. To note, Washington favored selfhelp, racial solidarity, and accommodation with attention to industrial skills as the path forward
(PBS, 2020). DuBois, in contrast, was an intellectual who sought to develop the best of the race
through what he characterized as “the Talented Tenth” who would ultimately lead the race
toward prosperity (PBS, 2020). Its implications today are still playing out in the court of public
opinion and in policy development related to the phenomenon.
In a historical sense, narratives can be characterized as easy to create since they are some
of the first types of texts in which individuals are exposed to as children (Rodriguez, 2016).
Narrative analysis has been of particular value to feminist studies as they were considered as a
strong tool for listening to perspectives that have been silenced for socially related reasons
(Rodriguez, 2016). For the same reason, the historic marginalization of the African American
experience lends itself to the same process. The data collected are the stories of those individuals
who are frequently discussed, but who are less often actually listened to.
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Rationale for Counternarrative
By default, deconstructing racism requires an analysis of master narratives (Woodson,
2017). As noted by Harper (2009), “[m]aster narratives are dominant accounts that are often
generally accepted as universal truths about particular groups (e.g., Blacks are hopeless and
helpless) – such scripts usually caricature these groups in negative ways” (p. 701). The
majoritarian races as part of their denial and deflection of racism, resort to making master
narratives, as part of their political and media discourse. In education and career, an element of
master narrative discourse is presented in the form of the “achievement gap” discussion in STEM
education (Womble, 2018). In that regard, there is a general belief that students from minority
communities have difficulty in achieving academic dominance or success in STEM subjects
when compared to their White counterparts (McGee & Martin, 2020). The role of
counternarrative is present as a methodological strategy within CRT, for challenging the
deficiencies of master narratives by offering alternative viewpoints from the perspective of
victims of minoritized viewpoints. Therefore, instead of presenting subjective majoritarian
perspective, counternarratives tell the stories of the marginalized in the society (Solórzano &
Yosso, 2002). In essence, counternarratives should be “grounded in the experiences and
knowledge of people of colour” (Solorzano & Yosso, 2002, p. 23).
As noted earlier, one of the key tenets of critical race theory (CRT) is the
counternarrative. Counternarrative has recently emerged in education research as a promising
tool for simulating educational equity in increasingly diverse schools and communities (Miller et
al., 2020). Grounded in CRT and approaches to discourse study including narrative inquiry, life
history, and autoethnography, counter-narratives are currently well ensconced in studies on
multicultural education, culturally sensitive pedagogy, as well as, other approaches to teaching
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for diversity (Miller et al., 2020). According to Miller et al. (2020), critical counter-narrative is a
transformative methodology that encompasses three key components: (a) CRT as a model of
inquiry, (b) critical reflection and generativity as models for practice that integrates the use of
counter-narratives for research and pedagogy, and (c) transformative action for the overarching
goals in educational equity for people of color.
Within a framework of CRT, counternarratives have become powerful data sources
representing the voices of marginalized communities. Race-based inequities in education
manifest as low achievement and graduation rates, high suspension and expulsion rates, limited
access to highly qualified teachers, and higher numbers of students in the school-to-prison
pipeline (Miller et al., 2020). These practices of inequity and the resultant experiences of
institutional racism are all captured in counter-narratives that students of color voice out to their
teachers, to researchers, and so forth.
Critical race theorists contend that counternarratives, as a method for telling the stories of
voiceless people, are useful in challenging and transforming racial dominance (Manglitz et al.,
2006). Researchers in the field of education have been using counter-narratives or counterstorytelling as a “tool for exposing, analyzing, and challenging the majoritarian stories of racial
privilege, can shatter complacency, challenge the dominant discourse on race, and further the
struggle for racial reform” (Manglitz et al., 2006). Notably, oppressed groups are intuitive about
using stories that tell about their own survival and liberation. Why are counternarratives
important? First, discourse about adult education is suffused by majoritarian stories that privilege
Whites, men, the middle and/or upper class, and heterosexuals (Solorzano & Yosso, 2002).
Counter-storytelling is also a useful pedagogical and research tool because this view helps
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educators to undermine racism. There are four perspectives that strongly link counter-narratives
to this study’s theoretical framework, which is CRT.
CRT and Counternarratives
CRT holds that racism is not rare because it is well entrenched in the United States’
political, legal, and educational landscapes (Manglitz et al., 2006). Scholars of CRT depict
dominant claims of neutrality, objectivity, colorblindness, and meritocracy as disguises that
reinforce the self-interest of the powerful groups in society. Education scholars have been
harnessing CRT to aid in understanding the invisibility of racism in educational theory and
practice. For instance, Solorzano and Yosso (2002) use CRT to analyze the “macro and micro,
interpersonal and institutional, and overt and subtle forms” of racism that is “about institutional
power, and communities of color in the United States have never possessed this form of power”
(p. 8).
Through counternarratives, CRT scholars have a tool to use for contradicting racist
characterizations of social life, and exposing race-neutral discourse, thereby showing how White
privilege drives and supports unequal racial relations in society. Although majoritarian stories
are based on tacit knowledge of members in the dominant group (Delgado & Stefancic, 2000),
these stories also twist and mute the experiences of dominated people. Counternarratives
“facilitate social, political, and cultural cohesion, as well as survival and resistance among
marginalized groups” (Manglitz et al., 2006, p. 1). When educators acknowledge subjugated
discourses enabled by counter-narratives, the result is multiple possibilities to understand how
racism affects the lived stories of colored students.
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Counternarratives and Voice
When a specific group dominates others, this means to say that the majoritarian group
mutes and moots the voice of those others. In other words, the other groups are silenced and
made irrelevant. Through CRT-oriented research, it becomes possible to give credence to the
muted and mooted others, as well as, provide a voice in challenging the status quo where racism
thrives (Miller et al., 2020).
Counterstorytelling and Positionality
These aspects of racialized identities are positioned against the dominant culture.
Therefore, in the realm of education, curriculums should not be designed for the generic learner
because, here, generic reflects the perspective of the majority. Education and research grounded
upon generic views and issues will be more likely to succeed if this is changed. Typically, the
generic is equal to the majoritarian normative experience that privileges those with that
experiential base.
Counterstorytelling and Authority
The CRT is most powerful in explaining oppression in education. For instance, current
research projects and funding for educational programs are based on the mainstream academic
discourse that favors Whites. Therefore, the result is that experiences in learning and knowing
become different for racialized others (Manglitz et al., 2006). To begin the transformation of
inequity to equity and changing the said privilege, it must be first acknowledged that
conversations about race are challenging. While minority groups often talk about their
experiences among themselves, Whites seldom do (Manglitz et al., 2006). Hence, Whites miss
out on opportunities “to engage in a reflective and reflexive conversation about race because the
topic is viewed as uncomfortable and unprofitable at best, and unimportant or irrelevant at
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worse” (Manglitz et al., 2006). Because of this, the counternarratives of African Americans
undermine the authoritative view of dominant White discourse that considers race as a worthless
pursuit.
Summary of Research Design
This study used narrative inquiry to explore the constructed realities of African American
students in PWIs. With narrative inquiry, stories were collected from the participants about their
lived experiences, shedding light on their African American identity and how they and others see
them. Narrative inquiry was appropriate for this study because of its fit with the constructivist
paradigm, thereby allowing participants to share their perceptions of reality. Using narrative
inquiry provides insight into Black male intersectionality and how the latter has shaped the
experiences and academic journey of participants at a PWI. On the other hand, this study also
used counternarratives. Notably, a counternarrative is a methodological tool frequently used in
CRT to challenge master narratives. Alternative interpretations from the perspective of those
who are minoritized may be derived from counternarratives. Rather than convey the perspective
of the majority, a counternarrative tells the stories of individuals whose experiences often
excluded from the narratives in society. Therefore, counternarratives are powerful sources of
data among marginalized individuals and can help challenge and change racial dominance.
Counternarratives in this study are tools that can be used to expose, analyze, and challenge the
stories of racial privilege and race, and tools to promote further racial reform. African American
men have unique experiences in higher education but their counternarratives are important to
determine how best to support their career development so that they can maximize their full
potential. Overall, narratives and counternarratives of African American students in PWI allow
deeper understanding of the needs, experiences, and goals of this unique group.
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Criterion Sampling
In addition to these, purposeful sampling was criterion sampling. As noted by Patton
(2002), in criterion sampling, study participants are selected based on pre-established standards.
The logic underpinning criterion sampling is that all participants meeting pre-determined criteria
of importance will be studied (Patton, 1990). The goal of criterion sampling is to narrow data
collection to participants who share important characteristics, potentially revealing major targets
of opportunity for program or system improvement (Patton, 1990). Therefore, participants for
this study were recruited according to their shared traits that serve as pre-determined criteria.
These shared traits are (a) they were enrolled at a PWI for at least two terms; (b) self-identified
as African American (c) men; and (d) are undergraduates.
Access was gained to 12 African American men from eight PWIs and are represented by
pseudonyms in this study. To facilitate the recruitment of interview participants, an interest
survey was used. The interest survey was an email survey containing brief questions for students
who are interested in participating. Individuals were targeted through reaching out to national
student organizations, Black fraternities and through the use of social media like LinkedIn,
Facebook, and Twitter. Leaders of these Black student organizations served as gatekeepers for
their respective groups. The gatekeepers from each organization helped in recruiting study
participants by providing their names to the researcher and distributing the interest survey to
eligible members via email. From the recruitment emails, prospective participants completed the
brief survey to indicate their interest in participating in the study. The researcher has existing
connections to officers of Black student organizations who may agree to be gatekeepers for the
proposed study. The gatekeepers provided the researcher with names of their organizational
members who signified interest in participating in the study. Emails of invitation were sent to the
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first five individuals from each organization that signified interest in participation and the first
three from each organization who responded to the email invitations were selected as the final set
of study participants. The interest survey was also shared via the researcher’s social media
accounts, namely, LinkedIn, Facebook, and Twitter.
Meanwhile, the questions in the interest survey were demographic information that
helped identify whether the interested party fit study criteria and, at the same time, help ensure
that the study has a sufficiently diverse sample, coming from different organizations.
Demographic data collected from the prospective study participants were years in college, age,
and racial composition of residence. Added personal data from the participants pertained to their
major, gender, socioeconomic status, and institutional type (private or public).
After the participants were recruited, they were asked for their informed consent and at
the same time, informed about the purposes of the study before they were interviewed. The
participants were made aware that no harm would come to them as a result of their participation
in the study, and that they may withdraw at any point they wish. Permission was also be sought
from participants for their interviews to be recorded. The recording of their interviews is
important because doing so (a) frees the researcher from having to absorb everything that the
participants say, (b) allows the researcher to take note of non-verbal cues, such as, tone of voice,
facial expressions, and gestures; and (c) enables the researcher to accurately capture participants’
own words that facilitate analysis. The recording also allowed the researcher to transcribe the
interviews that in turn, allowed for better analysis of themes that would help the researcher
answer the questions raised in this research.
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Data Collection Procedures
In keeping with the tradition of narrative inquiry, the study used primary sources, namely,
interviews with key informants, as identified earlier in this methodology section. As mentioned
earlier, the interview method was used for collecting data from participants. The interview in this
study was completed through an online medium called Zoom. The parties used a camera to allow
the researcher to see the participant and vice versa. The researcher and participants agreed on the
time for the interview, which was conducted virtually in quiet and private places where the
parties could be candid about their answers.
Semi-Structured Interviews
The study used semi-structured interviews, which is a common approach in collecting indepth information from study participants (Mitchell & Jolley, 2009). By means of the interviews,
the researcher gains opportunities to deeply engage with participants that, in turn, allows the
researcher to learn valuable insight from them (Creswell, 2005). The use of semi-structured
interviews would be an advantageous approach for the researcher because it allows the asking of
probing and clarificatory questions that, in turn, permit participants to share their experiences at
length, yet their responses did not stray far from the topic because the researcher prepared an
interview guide beforehand. The researcher prepared the interview questions beforehand through
an interview guide because doing so helps focus the interview on the participants’ stories. The
appropriateness of the semi-structured interview for narrative inquiry and CRT is wellestablished. Indeed, scholars and researchers who incorporate CRT methodology tend to utilize
standard qualitative methods for data collection, usually a combination of semi-structured
interviews and field observations, with the resulting data coded and analyzed using themes
(Miller et al., 2020). In particular, interviews elicit counter-narratives from study participants.
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The interview guide was constructed and then used for a pilot study on an African
American male undergraduate student who enrolled at a PWI, whose responses were recorded
via the online platform MS Teams. According to Brace (2018), good research uses an interview
protocol that has been pilot tested before used as a survey or interview instrument. This is
because questionnaires or interview guides are seldom their best versions in their initial drafts.
The pilot interview was conducted according to the interview structure for the actual study, and
as such, was a face to face interview. The researcher reviewed the recordings to determine
whether the respondents understand the questions asked of them (Brace, 2018). Through the
recordings, the researcher ascertained whether any ambiguous, double-barreled, loaded, or
leading questions were asked, and whether the interview flows smoothly (Brace, 2018). This is
important in sustaining the interest of the respondents. Pilot testing also allowed the researcher to
determine how the interview will take.
Personal Interviews
The interview questions were tied to the theoretical framework for the study, which is
CRT. The interview questions were categorized into four parts, as seen in the Appendix Page.
The first 12 questions pertain to the participants’ respective backgrounds. Through these initial
questions, rapport was built with the participants. Participants were asked 13 more probing
questions pertaining to their career aspirations and career development, through which they can
share how they understand career development. The third set of questions were deeper, asking
participants their socialization and experiences at the eight PWIs, in recognition of race and
racism. The last set of questions asked the participants to share their deep reflections and
meaning making about their responses, as well as, to their experiences as African American men
undergraduates at the PWI transitioning to their respective careers.
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Data Analysis Procedures
Organization
After the interviews have been completed, the researcher transcribed all of the participant
interviews out of the recordings. The transcripts were analyzed through coding and thematic
analysis. In qualitative studies, a code refers to a word or a short phrase used in “symbolically
assigning a summative, salient, essence-capturing or evocative attribute for a portion of
language-based or visual data” (Saldana, 2008, p. 3). Therefore, data collected through the first
coding cycle may range from one word to a complete sentence, or even a page of texts. During
the second coding cycle, data coded may be described using briefer passages this time compared
to the first coding cycle in order to look for patterns in the responses. This is because second
cycle coding combines the first-cycle codes intro larger categories to identify themes, since the
researcher cannot possibly write about all the codes encountered. Thus, codes may be
reconfigured according to the researcher’s own lens of values, beliefs, and knowledge as well as
existing theory. There is no correct or wrong coding of qualitative data because coding is an
“exploratory problem-solving technique” with no specific formulas (Saldana, 2008, p. 5).
Usually, coding is based on similarities, differences, frequencies, sequences, correspondences, or
causations (Saldana, 2008). Nevertheless, it must be pointed out at this point that coding is only a
stage in a rigorous analysis and interpretation of data collected in qualitative studies. However, it
is more than just labeling of data particularly in that it relates “data to the idea and from the idea
to all the data pertaining to that idea” (Saldana, 2008, p. 8). This is consistent with the assertion
that analysis “is the search for patterns in data and for ideas that help explain why those patterns
are there in the first place” (Saldana, 2008, p. 452). From this perspective, coding organizes
qualitative data to identify categories of codes under which data share similar characteristics
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(Saldana, 2008). For this study, the researcher formulated a codebook, which contains a list of
the codes derived from the transcripts, along with each code’s description.
Synthesis
The coding cycles were consistent with Saldana’s (2008) coding method. For the first
coding cycle, the researcher used (a) Attribute Coding, which provides crucial information about
data for future reference; and (b) Descriptive Coding, in order to describe the topic of data with
descriptive nouns, such as, through topic coding (Saldana, 2008). For the second cycle, Pattern
Coding was used to develop meta-codes identifying similarly-coded data by grouping them and
generate major themes. In the process, the researcher analyzed data so that these may be
transformed into meaning units or themes that define the crucial dimensions of the phenomenon
being studied, according to patterns and themes. This was done through code weaving, which
refers to the integration of key code words and phrases into narrative form to see how the puzzle
pieces fit together. The researcher wove the primary codes, categories, themes, and/or concepts
determined through coding into as few sentences as possible.
Interpretation
Critical analysis was undertaken to see how the items might interrelate, imply causation,
indicate a process, or work holistically to create a broader theme. These themes were then
integrated in order to establish the participants’ meanings to the interview questions (Giorgi,
2012). The themes are then reported in the succeeding sections of this study as a composite
description of the phenomenon investigated, using CRT as foundation for analysis. This said
composite description reflects the participants’ abstracted experiences and perceptions regarding
the research questions.
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Validity, Reliability, and Trustworthiness
This study passes four tests to ensure quality results. These are construct validity, internal
validity, external validity, and reliability (Yin, 2009). Construct validity was achieved through
the use of different sources of evidence and different materials and sources, including the
participants’ interview responses. On the other hand, internal validity was achieved by using
established analytic techniques, such as Saldana’s coding cycles and thematic analyses. Through
this manner, insights gained from the interviews were validated using rich descriptions and direct
quotes from participants. Meanwhile, external validity was achieved by ensuring that the study is
theory-driven, and the choice of CRT facilitated external validity (Yin, 2009). To note, CRT was
used to analyze participant responses. Reliability was achieved by closely adhering to qualitative
inquiry protocols.
Meanwhile, trustworthiness is a crucial dimension of all qualitative research studies. As
Erlandson et al. (1993) explain, for an investigation to be trustworthy, it should be credible,
transferable, dependable, and confirmable. Credibility was achieved by removing possible
sources of bias and explaining how the process is to be done. It is dependable when data is
reliable and stable over time and over conditions. Confirmable allows other researchers to
conduct studies that would test the variables and data using the methods described in this study.
By accomplishing these, the researcher ensures that study results accurately reflect data collected
and analyzed. For trustworthiness, raw data in the form of participant quotes to support analysis
were retained and presented within the results since doing so calls attention to participants’
actual experiences and amplifies their voice within the research.
Just as importantly, this study is as free as bias as possible because bias compromises
credibility. All participants were eventually asked to review the researcher’s interpretations of
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their responses to help make sure that that there are no misinterpretations, in a process known as
member checking. According to Yin (2014), the participants may “cling to their own
perspectives and disagree with your conclusions and interpretation, but these readers should have
the opportunity to challenge a study’s key findings” (p. 199)
Ethical Implications
This study was conducted according to the highest ethical standards. In any study
involving human participants, it is important that they understand what they are getting into. This
means that participants must know their degree of participation, the information required from
them, the process that they need to go through, and how their privacy is protected. The
participants were given the assurance that they can withdraw from the study at any time. All of
these were explained in an informed consent form that each participant signed. The informed
consent would also be previously approved by the appropriate body.
Since this study explores sensitive topics such as racial identity and racialized
experiences particularly these difficult times, it was expected that some of the participants may
have been at psychological risk or harm. To manage participants’ potential psychological risks,
the researcher accomplished an IRB application prior to the study and which was subsequently
approved. As required by IRB, all participants provided their informed consent to participate in
this study. A methodologist from the researcher’s dissertation panel also provided notes via
Microsoft Comments and Tracked Changes functionalities to ensure the quality of data
collection.
None of the participants were exposed to physical risks, and no identifying information is
reported in relation to the participants. The data obtained from the interviews were stored on a
password protected USB drive. The researcher will keep all records for a period of three years,
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after which the USB drive will be destroyed. Moreover, for purposes of confidentiality, the
names of the participants for the study were replaced with pseudonyms and their PWIs will be
minimally referred to with various designations.
Positionality Statement
I proudly self-identify as an African American man, who is lower-middle class,
cisgendered, straight, and non-disabled. Although I self-identify as Black, I use the term African
American for my study in order to remove any political nuances. I grew up in Newark, NJ and
have multi-generational roots in the southern United States and have spent most of my adult life
living in the New York City metropolitan area. I am the first person in my family to earn
undergraduate and graduate degrees. All through my life, I have experienced, heard, and
witnessed the discrimination against African Americans in nearly all spheres of society,
including in education, healthcare, businesses, and, even religion, among many others. My
background has given me code-switching skills, where I am able to adapt communication styles
from the Black vernacular tradition of my youth to the professional language of working in
higher education. Having had careers in the arts, mental health, private sector, and higher
education has influenced the way I think about career development. Therefore, in conducting this
study, I feel that I could somehow contribute in easing the plight of African American men in
college by making the appropriate recommendations for college to career transitions.
When examining the career development in the college-to-career transition for AfricanAmerican undergraduate men, I reflected on my gender, race, lived experience and how that
could affect my research. I am an African American man who, like my participants, was
educated at predominantly White institutions. During my undergraduate years in the early 1990s,
and as a communications major, I longed for an internship in television broadcasting and sought
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an opportunity with the New York-based public affairs program, Like It Is, that was hosted by
Gil Noble. Unfortunately, the internship was unpaid and I had to hold a paying job in order to
support some of my college funding. Having to ultimately work in an unrelated field hindered
the opportunities and experience that I would need in order to enter the field of my studies. Thus,
I found the services provided by the career development office at my school to be unhelpful.
Nonetheless, I have earned two graduate degrees and have ten years of experience working in
career services at PWIs. A major dissimilarity between participants and me is that I am from a
different generation, and from a time when career services was going through changes from
placement offices to a focus on the lifelong process of career education. I am aware that some of
the data could bring about strong reactions and emotions in my attempt to be objective. Through
the lens of African American men and the framework of Critical Race Theory, I recognize the
inherent nature of career development as an act of social justice. For this reason, I have been
determined to learn more about the influence of race on the career development of African
American men. While it is true that, as researcher, I am the critical tool in this qualitative
inquiry, it is also part of qualitative research to acknowledge my lens and interest in the topic,
which I disclose in my dissertation, as well as how I keep my biases in check. For example, to
minimize biases in the study, I undertook member checking, as well as provide raw data in the
form of participant quotes in reporting study results.
Chapter Summary
The study was a qualitative study to investigate the perceptions of influence of race in
college-to-career transition of African-American students who study in a PWI. The qualitative
method is based on constructivism, thereby appropriate to study the socially constructed,
multiple realities of African American male students in PWIs. Specifically, this study used
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narrative inquiry, which is a qualitative research design. To recall, this study sought to answer
this research question: How do racialized identity and racialized experiences influence the
career development of African American men undergraduate students?
The decision to use narrative inquiry as research design is a sound on. It is hinged by
evidence on storytellers who often construct their stories in order to convey their perspective of a
given phenomenon. This means to say that narrative inquiry values subjective meanings that may
not necessarily be facts. Here, conducting narrative inquiry to address the research question
reveals underlying meanings about the experiences of the study participants rather than seek to
find objective and decontextualized facts or truths.
This narrative inquiry encompassed participants’ counternarratives that, in turn, comprise
a principal tenet of CRT. To recall, CRT is the theory that underpins this study. Notably,
counter-narratives are effective in addressing educational equity in increasingly diverse schools.
From the perspective of CRT, this study’s participants’ counter-narratives serve as the voice of
marginalization. These participants were recruited from eight PWIs. To qualify for the study, the
institution had to have at least 48% White student composition, today and for at least a decade
ago.
To recruit the participants, purposeful sampling was used so that the researcher can find
information-rich participants. In particular, criterion sampling, which is a form of purposeful
sampling, was used. In using criterion sampling, data collection was narrowed to 12 participants
who share characteristics. Access to the 12 African American men from eight PWIs was done
through gatekeepers and sharing on social media. The participants were asked semi-structured
interviews. Coding and extraction of themes from the codes are the key activities in data
analysis. This study adheres with established ethical standards for research.
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CHAPTER 4: PARTICIPANT PROFILES
This aim of this counternarrative study was to investigate the perception of influence of
race in College-to-Career Transition among African American male undergraduate students in
predominantly White institutions (PWIs). This research was conducted with the aim of exploring
the influence of racialized experiences and racial identity on the career development of African
American men in PWIs, with the focus on how the identified racialized experiences shape the
career development of African American male college students in their anticipated transition
from college to their chosen career path. The research sought to address the discernible gaps in
the literature pertaining to the career development experiences of African American male college
students. The study targeted the influence of racial identity and racialized experiences within the
context of predominantly White institutions. The study sought to answer the following research
question: How do racialized identity and racialized experiences influence the career development
of African American men undergraduate students?
This identified purpose of the study was addressed using a qualitative inquiry that
employed a narrative inquiry approach. Purposeful sampling was used to select participants from
PWIs. The selected participants were undergraduates, male students who self-identified as
African - Americans. In keeping with the tradition of narrative inquiry, semi-structured
interviews were used for collecting data from participants. A semi-structured interview guide
that was developed by the researcher guided the interviews. The interviews were recorded online
with audio portions later transcribed. The transcripts were analyzed through coding and thematic
analysis.

64

The next section provides a detailed description of the participants’ demographics. The
chapter then briefly explains the specific aspects of the findings with a focus on the themes, subthemes, and the supporting quotes from the participants through participants’ stories.
Participants’ Demographic Information
In this study, a total of 12 undergraduate male students from the selected PWIs were
selected and interviewed. The participants were designated with aliases:
Participant 1: Felton
Participant 2: Bilal
Participant 3: Lamont
Participant 4: James
Participant 5: Darnell
Participant 6: Hasan
Participant 7: Kenan
Participant 8: Isaiah
Participant 9: Germaine
Participant 10: Caleb
Participant 11: Elijah
Participant 12: Aaron
Table 1 provides information about the study participants. Three participants were at the
sophomore level (25.0 %), five were at the junior level (25.0 %), four were at the sophomore
level (33.3 %), and there were four senior students were four (16.7 %). It was also noted that the
participants were from different neighborhoods with the majority of them (n = 5;41.7 %) coming
from a predominantly Black neighborhood. Three (25 %) of the participants came from
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predominantly White suburbs while four of them came from mixed-race settings (33.3 %). The
average age of the participants was 20 years (Standard deviation, SD = ± 1.402). The youngest
participant was aged 18 years while the oldest was aged 23 years (Table 1).
Table 1
Summary of the Study Demographics
Factor

Description

Year of study

Residence

Age (years)

Sophomore
Junior
Senior
Majority Black neighborhood
Majority White suburbs
Mixed races setting
Aaron (20)
Bilal (22)
Caleb (20)
Darnell (18)
Elijah (20)
Felton (20)
Germaine (21)
Class
18 - 19
Hasan (19)
20 - 21
Isaiah (20)
22 - 23
James (22)
Kenan (19)
Total
Lamont (23)

Frequency
(n)
3
5
4
5
3
4

Percentage
33.30%
25.00%
16.70%
41.70%
25.00%
33.30%

3
6
3

25.00%
50.00%
25.00%

12

100.00%

All of the participants’ mothers worked in white collar jobs, as seen in Table 2 below.
Aaron’s mother is a Senior Associate in Strategic Communications, while Bilal’s mother is a
Diversity & Inclusion administrator at a university. Caleb’s mother works as a Business and
Media officer while Darnell’s is a hospital administrator. Elijah’s mother is a Community
College Officer while Felton’s is a publishing editor. The mothers of Germaine and Isaiah are
nurses while Hasan’s is a high school teacher. James’ mother is a doctor, Kenan’s is a local nonprofit employee, and Lamont’s mother is a hotel manager. Meanwhile, Caleb, Elijah, Hasan, and
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Lamont do not disclose their respective parents’ professions. Aaron’s father is a business and
insights analyst, while Bilal’s is a history professor. Darnell’s father works in local government
security, Felton’s is a compliance officer and Germaine’s father is an architect. Isaiah’s father is
a land use planner while James’ is a visual artist. Kenan’s father is a cook.
Table 2
Participants' Parental Occupations
Participant
Aaron
Bilal
Caleb
Darnell
Elijah
Felton
Germaine
Hasan
Isaiah
James
Kenan
Lamont

Mother's Occupation
Sr. Associate (Strategic
Communications)
Diversity & Inclusion
administrator (University)
Business and Media
Hospital Administrator
Community College
Officer
Editor (Publishing)
Nurse
High School English
Teacher
Nurse
Doctor
Local Non-Profit
Employee
Hotel Manager

Father's Occupation
Business and Insights
Analyst
History Professor
N/A
Local Government
Security
N/A
Compliance Officer
Architect
N/A
Land Use Planner
Visual Artist
Cook
N/A

The participants also some differed in the level of their parental educational attainment.
Five participants had both parents with college degrees (Aaron, Bilal, Felton, Isaiah, and
Lamont) while six had either their mother or father with college degree (Caleb, Darnell, Elijah,
Germaine, Hasan, and Kenan). One of the participants had both with high school diploma
(James).
Participant Narratives
Felton’s Story
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There are a few recognizable African American males here who are leaders. They are
very prominent and people know who they are. As soon as I mention my school to
people, they’ll ask me if I know some of these leaders. Everybody knows them and I feel
like if I had a problem here, I could go to them. There are a couple of other student
groups and one is for Black men only. I get why that group works, but to me it seems it’s
about dressing nice and talking proper, so that White people will respect you. It’s like the
group is seeking White approval. (Felton, Interview)
Felton is a 20-year-old junior student from New Jersey, and attends mid-sized private
institution in his home states. He aspires for a career in Political Science. Both of the
Participant’s parents have bachelor’s degrees. Felton’s mother works in publishing as an editor
while his father works as a Compliance Officer for a financial services firm in New York City.
Felton has a sister who is a freshman at the same PWI. He said, “I was not sure about Whitecollar jobs as a child. I really didn’t know what job was different from the other. People went to
work, and that meant a job” (Felton, Interview). Felton did not understand the difference of his
parents having White-collar jobs and what this meant to families.
Felton and his family live in a region in New Jersey where residents are predominantly
White. While growing up, he lived a multicultural life, where he was exposed to people from
different cultures, from his parents’ set of friends, to his playmates and schoolmates, although he
studied in a school where a majority of students are predominantly White. For Felton, this was
not an issue because he was used to people from different cultural backgrounds. Most of his
friends where White, and later on he would date White girls. This shows that he crossed cultural
barriers in initiating and maintaining relationships. In order to strengthen his connection to the
African American community, his parents got him and his sister involved in community
programs where he learned about leadership and leadership skills. “My parents met at church.
So, we were involved with things our church was doing” (Felton, interview). These programs
were mostly for community service, including outreach programs for homeless African
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Americans and volunteering in soup kitchens. Felton and his sister learned about being youth
leaders from observing others in the community who were seen as leaders in making social
impacts through these community programs. Felton is still involved in community programs,
including volunteering, and going door-to-door to get his peers to go out and vote. To highlight
his racial awareness he said,
I am always aware that I am African American. Some people try to ignore it and say,
"You’re just Felton to us," or "You’re not really Black." But I remember the looks I got
when I started dating my girlfriend. People would ask her questions about me, like how
her parents felt about her dating a Black guy. (Felton, Interview)
Felton’s aspiration from an earlier age has been to be a leader. He alludes to this
aspiration by saying that:
I wanted to do something where I was the leader. I like speaking in public and was a
member of my school’s debate team. The community programs I participate in give me
an opportunity to speak and help my community while doing it. That’s how I decided to
major in Political Science. I’ve been thinking about law school or business school, and
then getting involved in local politics. I volunteer and go door-to-door to get out the vote.
(Felton, Interview)
Currently, Felton works as a remote unpaid intern for a state assemblyperson. It is related
to the degree in Political Science that he is pursuing. Felton says that this is not how he thought
he would be doing an internship and envisioned an internship that was in person with a
prominent politician. Nonetheless he is satisfied with the opportunity because he gets credit for it
and the internship will appear in his resume. He acknowledges using career services, driven by
the desire to succeed. He says,
My career advisor is assigned to me by major. He is a White male. He is very accessible
and has been a great help. He is also sensitive to cultural differences. He also hosts
programs and speakers who are related to my degree (Felton, Interview)
In regard to his career goals, Felton avoids playing the “race card” and says that,
Whenever I was faced with the view that I cannot be able to do something because of my
race, I felt motivated. I don’t like the race card that people talk about, but I am aware of
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what I represent. For example, President Barack Obama is somebody I look up to and
part of the reason I strive for to be in leadership. He is an example that helps destroy
predominant notions about African Americans. Some White people couldn’t handle that
and we got Trump. (Felton, Interview)
Despite being Black, Felton feels comfortable studying in a PWI and he says that,
It’s comfortable. But some professors show a lack of sensitivity to Black students. I don’t
know how true it is, but a classmate heard that a professor kept asking a student where
she was from after he couldn’t pronounce her name. But for me, as an African American
male, people will come up to you to ask if you need help, like you don’t belong here. I
remember coming from the rec center and having security ask me for my ID. I think this
is common for all African American men everywhere. (Felton, Interview)
When asked on seeking out experiences and people on campus based on racial identity as an
African American male, Felton notes that:
There are a few recognizable African American males here who are leaders. They are
very prominent educators and people know who they are. As soon as I mention my
school to people, they’ll ask me if I know some of these leaders. Everybody knows them
and I feel like if I had a problem here, I could go to them. There are a couple of other
student groups and one is for Black men only. I get why that group works, but to me it
seems it’s about dressing nice and talking proper, so that White people will respect you.
It’s like the group is seeking White approval. (Felton, Interview)
This implies that there is a shortage of male African American mentors and those who are
mentors may be pushing a respectability agenda. However, he acknowledges having African
American mentors in school from both genders who, unfortunately, do not help him explore his
career choices but sees them as important for learning how to navigate life at school as a person
who experiences life as an African American. He notes that,
Yes. I have African American mentors of both genders. We haven’t talked much about
my career yet. I usually go to them to get their views on political issues from an African
American perspective. Our curriculum here is very European. Unless you have an
African American professor, you’ll rarely have a discussion or reading requirement from
an African American author. (Felton, Interview)
When asked if career services in the PWI where he studies prepared him for the
challenges you may face as an African American male in your career development, he denied by
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saying that “No. But I wouldn’t say that I sought this from career services. I didn’t expect this.
None of the career service workers are African American males.” The implication is that PWIs
lack cultural diversity in their career services departments.
Bilal’s Story
I want to teach Africana Studies, so I am majoring in Africana Studies & History. This is
just something I always enjoyed. Also, Black history is something that is not taught
much. For me, I didn’t have to seek this out. It was instilled in me as I was growing up.
That is how I got to this major...although I was considering Sociology at one time when I
couldn’t make up my mind. I’m happy with Africana Studies & History, since sociology
is part of the major. (Bilal, Interview)
Bilal is a 22-year-old student from Boston, MA, and who lives in a predominantly White
neighborhood. Bilal’s father, who is Black, has a doctorate and is a history professor. Bilal’s
mother is White and Jewish and has a master's degree and works in higher education as a
Diversity & Inclusion Administrator. Bilal has a brother who sells wine for a major distributor.
Bilal aspires to be a professor and currently taking Africana Studies & History, with History as
his major. Bilal is enrolled in a large public institution that is a PWI. Growing up, Bilal
encountered a lot of problems related to racism in his city. He notes that,
Boston is nice but there has always been a problem with race here, since before I was
born. My neighborhood was mostly White. There were a couple of other families that
were African American. In Boston, you are always aware that you’re Black. Most people
don’t know what I am, as far as my background. But I can still remember a time when we
were called niggers, when me and my dad were out at one of those wholesale stores
shopping. It wasn’t confrontational. The woman said it in passing. She was an old lady,
and I was like “Dad. Did she just say what I thought she said?” He kinda shrugged it off
and we kept on with our shopping. My dad is a smart man, but she just felt a need to call
us a slur. (Bilal, Interview)
In regard to his future aspirations, Bilal wanted to be smart like his dad, who is a
professor. “My dad is the glue that holds everything together” (Bilal, interview). Bilal’s interest,
however, is in cultural studies (Black and Jewish history). It is noted that he finds resources
outside of school through media and he remembers by saying,

71

I was always told that I could be anything I wanted to be, and I believed it. But I wanted
to be like my dad. Everybody would come to him when they had a question and he
always had the answer. I wanted to be like that, but I didn’t think that I wanted to be a
professor. I just wanted to be smart like my dad...I guess that is why I started to like
reading. I mean, I read all the time...especially books by Black writers. Sometimes with
being biracial you feel like you have to prove how Black you are to people. Learning
everything I could about Black history (and Jewish history) is something that is very
important to me. (Bilal, Interview)
Bilal says that he has no problem studying in a PWI and that he likes using their career
services to write his resume. He notes that, “Yeah. I went to get help with writing a resume and
to some of the programs they had, like how to get research experience. Also, there was a
workshop on LinkedIn” (Bilal, Interview).
Fortunately, for him, his career adviser is an African American male. When asked if he
felt supported by the career adviser, he replies in the affirmative by mentioning that,
Yes, I did. My coach was excellent and always looked out for me. He tried to get me a
mentor. And there were resources that were available to people who were Black, Asian,
LGBT, and other groups. He also gave me a space to speak freely. And I always felt
heard with him when we had our meetings. (Bilal, Interview)
Bilal’s experience as a male African American in the PWI is not often a pleasant one. He notes,
Microaggressions are common. I show that I am educated and motivated, yet still one
belittles you with the “where are you from” or mistaking me for being Hispanic. When
they find out that I am Black, they get a little uncomfortable. It happens all the time, and
you just smile and accept it. It doesn’t make me feel good...in a way it is my motivation.
But even the act professional message we get is about being like everyone else, when
they say everyone else it means being White. When I mentioned in class that I was an
Africana Studies major, I was asked questions about it like it wasn’t a real major. I was
definitely mad when that happened. It was disrespectful. (Bilal, Interview)
When asked if he seeks out experiences and people on campus based on his racial
identity as an African American male, he replied in the affirmative by saying, “Yes, I joined a
Black fraternity that has been like a family away from home. I also volunteer with the Black
Student Union. I am also involved in a couple of other groups that focus on leadership” (Bilal,
Interview).
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The implication is that Bilal has sought culturally relevant experiences by gravitating towards
groups that support his racial identity.
When asked if he has had African American professors or mentors at his school, their
gender and level of support for his career development, he replied that,
I am very lucky to have some great professors in my major. I can go to them about
anything. Also, my fraternity has a large network that is always helpful. As for the
gender, most of my professors are women, but there are two male professors who
everybody loves. One of these professors is who I am working with to do some research.
I will definitely count on him to be a mentor. (Bilal, Interview)
When asked if the career services prepared him for the challenges he may face as an
African American male in career development, he was non-committal and perceives it as beyond
the scope of career services by saying that,
I wouldn’t say that they prepared me, but they did have resources to prepare me for
challenges I may face in my career. I also think that my understanding what it is to be
Black requires that I prepare myself. Malcolm X did say that the “future belongs to those
who prepare for it today.” (Bilal, Interview)
In regard to his opinion after using the PWI’s services to seek support for his professional
development, he gave some crucial ideas by saying that,
I am not sure. I think it is important to have Black role models. My dad and the school
provided me with these role models. I think that we (Black males) have to work a little bit
harder to seek them out. We also have to take on roles as leaders at our schools to make
sure that our voices are heard. (Bilal, Interview)
Lamont’s Story
These days you can’t help but notice it. The last couple of years there has been a lot of
things going on in the country and in school with racial issues. We had a few situations
here that are terrible. Yeah, I knew and I know racism is a big problem here. (Lamont,
Interview)
Lamont is a 23-year-old student from southern N.J. Lamont grew up poor and currently
working non-White collar job although he wants to be a businessman. Lamont is the oldest of
three children and lives with a single parent (mother) who has an associate’s degree in Business.
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She manages an office at a hotel. Lamont wants to be a role model for his younger siblings and
will soon graduate with a degree in Economics from a mid-sized public academic institution in
the northern part of his home state.
Lamont is from a single parent family and “lived in the hood with my mother and two
other brothers.” He says this regarding city where he lives,
It’s hood. People see the casinos and hotels and forget that once you leave the boardwalk,
it’s a City like any other place. Crime, drugs, and homelessness. But my Ma didn’t let
that keep her from wanting us to do better. I am the oldest and I appreciate everything she
has done for me. But it wasn’t easy. I would hang out with some people who got into
trouble. It was stupid. But they were my boys. I had to let that go. (Lamont, Interview)
In regards to his aspiration from childhood, Lamont shows a lot of care and responsibility
when he says,
I wanted to be a business man so I could take care of my mother and brothers. I wanted to
own my own business so I didn’t have to work for nobody. I tried to do this when I was
in high school by selling my own t-shirts. First, I did it out on the boardwalk, then I
learned about how to sell on Zazzle on the internet. I learned a little bit about running a
business, and I enjoyed selling things. Looking to the future I don’t want to be working
for someone else, when I know what it takes. What I mean is that I want to be my own
boss, even if I have to see hot dogs on a truck. (Lamont, Interview)
He acknowledges that he studies in a PWI and mentions the racism problem in such
institutions. He says,
These days you can’t help but notice it. The last couple of years there has been a lot of
things going on in the country and in school with racial issues. We had a few situations
here that are terrible. Yeah, I knew and I know racism is a big problem here. (Lamont,
Interview)
In regard to using career services, he acknowledges in the affirmative and mentions that
his adviser is a White woman who is nice. He says that “My career advisor is a White woman.
She is nice and she started the pathways program.” Lamont’s school has a Pathways Program
administered through a career center to help students understand the career development process
through the use of resources and tools that allow them to embrace future possibilities. The
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Pathways Program guides and supports undergraduate students as they seek to prepare for their
post-college plans. The Program prepares students so that they can apply to internships,
graduate/professional school and/or enter the job market. Lamont has to complete the Pathways
Program because it is a requirement for bachelor degree seeking students. Comprised of three
zero-credit modules, the Program is completed in three stages. The first is career assessment,
through which the student introspects on his or her interests, personality, and strengths and then
align these with different career options. In the second module, the student develops his or her
cover letter and resume as well as LinkedIn Profile. The third module is for job interview
practice.
Lamont reports experiencing racism in the PWI institution. When asked about his
experience as an African American male in the institution, he mentions that:
We had a few issues on campus that involved race. Just from the conversations in class, I
have to shake my head. When some people don’t experience things in your own shoes,
they lack the ability to take a second and at least acknowledge someone else’s
perspective. It usually becomes a debate on if your point is really valid and are your
experiences warranted. It’s interesting. It’s a constant battle. (Lamont, Interview)
When asked if he seeks out experiences and individuals on campus based on his racial
identity as an African American male, he acknowledges in the affirmative and notes that some
White student are more bold with their racism. He says that,
Yes, you have to or you can go crazy. Some of the White students are more bold in their
racism and I don’t think most of the White leadership and faculty are prepared to handle
it. They put out statements, but what does that do? (Lamont, Interview)
In regard to whether the career services prepared him for career challenges that he may
face as an African American male, he responded that despite his reservations, the services have
helped him. This is a space where he feels supported. Aside from his White female career
advisor, another safe space for Lamont is a black male instructor,
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He is one professor who I have only had one class with, but he is someone that I can go
to with my concerns. He has introduced me to a couple of people who have small
businesses. One has a catering business and the other has a business where he and a
friend do landscaping. (Lamont, Interview)
When asked whether his school’s career services prepared him for the challenges he may
face as an African American male in career development, Lamont noted that,
Despite my reservation regarding how well the career development opportunities are
suited in addressing my needs as a Black man, I have to acknowledge that it has
expanded my view of what is possible. There are opportunities that I did not consider
possible to attain growing up but now, I do believe with determination and hard work I
can better position myself to become my own boss. (Lamont, Interview)
As a result of his career development experiences in school, Lamont formed the opinion
that society is generally racist. He noted that,
Society is inclined to favor Whites and disfavor Blacks and other people. Everything we
do is for White people. So, a lot of times many Blacks conform to the system to operate
in such an environment. Conforming seems to reduce the discrimination that we
experience. It doesn’t give you full access to opportunities, but you do have access. As a
Black student, the tone of the professors and some others could be discouraging. But you
have to find a way to skip that and acknowledge those that do support you...but yeah,
there are some who believe Blacks are not fit enough to occupy certain positions without
the help of some type of government program. (Lamont, Interview)
Regarding what he learned as he pursues his career interest, Lamont yet again lamented
on how racism is rampant in the University. He noted that,
There has been so much talk about White supremacy and privilege that I wasn’t aware of
until I got to college. And now I can see it in a lot of areas, like how we dress and talk. I
don’t think I would be talking to a White researcher like I talk to you. As I pursue my
career interest, I have to think about how much I want to do this, because I will have to
be a sellout to get what I want. I am not sure about that. (Lamont, Interview)
Lamont noted the general lack of Blacks in leadership positions and authority and wished
for things to be different. Regarding life after college, Lamont wants to pursue a graduate degree
to prove that he is capable of a graduate degree. He notes,
I want to pursue a graduate degree. But I know I will be proving that I can do it for the
rest of my life, as there will be people that will always question my background and
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where I come from because I am not White. Why should I have to prove myself when I
have the same credentials as a White person? I don’t know. It is tough, but I will do what
I have to do. I have the toughness in me. (Lamont, Interview)
James’ Story
Successful African Americans have been a positive influence to me. One person I think
of is Ben Carson. He is not well regarded due to his association with Trump, but his book
Gifted Hands was encouraging. I also like the book, The Pact, about the three doctors
from your school who made a pact to become doctors. I want to be like that and strive to
trace this path to a successful future, despite some obstacles that I may face as a result of
being a Black man. (James, Interview)
James is a 22-year-old African American man from an upper-middle class Black
neighborhood in Queens in New York City. James’ father is a physician and his mother is a
visual artist. James wants to be a physician, too, which is why he is enrolled in a pre-health
course (Pre-Medicine) at a mid-sized public institution. An only child, James acknowledges the
positive influence of his parents on his upbringing. He notes that,
I am from Queens and learned so much from both my mom and dad. They taught me hard
work, humility, generosity, empathy, standing up for what’s right, putting others before
yourself, and how to appreciate the simple things in life... like eating a Sunday meal at
the dinner table, trips to the ice cream store, or going for a subway trip into Manhattan.
And they love to laugh. (James, Interview)
James was bought up in a predominantly upper-class society in Queens with mostly
Black people. “It was fun growing up in my community” (James, interview). As a child, he
aspired to become and athlete. Specifically, he wanted to play professional basketball. According
to James,
Family is very important to most of the people in our community. When I was a kid, I
wanted to be a great athlete. I played football, baseball, and basketball. I enjoyed
watching sports on TV and liked the teamwork and celebrations after winning. (James,
Interview)
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His dad is a doctor and motivated him as a child to aim for a successful life. His
awareness on race started at an early age. He noted his father’s experience with racism by saying
that,
Even though he is a successful African American doctor and working in a mixed race
setting, my dad says he still has to deal with discrimination, sometimes from the patients
and other healthcare personnel. We are always told to work hard to prove ourselves to
racists...but why? (James, Interview)
James’ academic journey has been influenced by the positive influence of successful
African Americans. He notes that,
Successful African Americans have been a positive influence to me. One person I think
of is Ben Carson. He is not well regarded due to his association with Trump, but his book
Gifted Hands was encouraging. I also like the book, The Pact, about the three doctors
from your school who made a pact to become doctors. I want to be like that and strive to
trace this path to a successful future, despite some obstacles that I may face as a result of
being a Black man. (James, Interview)
James is currently not working but instead he volunteers at a local hospital to help people
affected by COVID-19. He has a positive interaction with career services and acknowledges how
it has helped him make networking connections. James says,
We have a small career services staff. They are very good at making networking
connections. I’ve met a couple of alum who became doctors through networking and
career fairs. The school is making a commitment to diversity and inclusion, and I hope
that it becomes part of the career services mission. (James, Interview)
The PWI that James is enrolled is committed to diversity and inclusion, and James hopes
that such commitments are eventually reflected in their career services mission and from
marketing images he sees at the career center. James has used a career advisor: a White woman
alumna of the school.
James noted a lack of support by the advisor and career center by noting that,
No. On one occasion my advisor failed to show up for an appointment and did not bother
to give any reason why she did that. Just from talking to some of my other friends,
sometimes we feel left out. If you go to the career site [referring to the career center], you

78

will see that they lump us all together as people of color. They don’t consider issues that
the Black students raise. It’s not bad, but they could do more. (James, Interview)
James has concerns on race, racism, and career goals. His first concern is the negative
experience on campus as an African American. He notes that learning in a PWI has left him with
bad experience with race relations. He notes that,
Thank you for asking this question. There have been hundreds of racist incidents and the
school is doing very little. Earlier this year, alumni complained about the leaders and
suggested changes. The school did nothing. They have town halls where Black students
expressed concerns and it’s been going on for years. We bring the same complaints.
As an African American male, I know I am seen as a threat. I’ve had a class where a
professor is always looking at me when a subject that has to do with Black people comes
up. It is so frustrating. Then when you bring up the issue with friends who are not Black,
they act like I’m making a big deal over nothing, or they don’t believe me. This is when I
go to talk to people I am comfortable with. (James, Interview)
James acknowledges seeking out experiences and individuals on campus based on his
racial identity as an African American male. He also acknowledges associating with African
American professors and mentors and their positive influence on his career goals. “I want to be a
doctor, and medicine is no different from what we see every day” (James, interview).
Unfortunately, he notes that career services have not prepared him for the challenges he faces as
an African American male in his career development. He says that,
I go to the same orientation and college events like everybody else. It always sounds so
promising. But the reality is that there is more to just getting a degree, especially if you
are Black…I don’t know...I don’t think there were services that were for African
American males. Their services they had were helpful, but not specifically for African
Americans. (James, Interview)
Darnell’s Story
During advising sessions, it feels like my concerns are ignored. A lot of the students here
support Trump. The advisors try to be neutral, but many of them don’t support him. I
don’t know how truthful they are being. (Darnell, Interview)
Darnell is an 18-year-old sophomore from New York City. His mother holds a bachelor’s
degree and currently working as a hospital administrator. Darnell’s father holds an associate

79

degree and currently works as security for local government. Darnell attends a small private
college in the city where he lives, and is majoring in Sports Administration. Darnell is also
considering a certification in Personal Fitness. He has two siblings—an older sister who is a hair
stylist and a younger brother who is in high school. Fraternity referral.
He describes the environment where he lives as a good place with bad racial incidents
when he says that, “I am from Staten Island. It’s where people who get tired of Brooklyn go. I’m
sure you heard of Eric Garner being murdered by a cop for selling a loosie. That happened in my
hometown” (Darnell, Interview).
He elaborated on the racial problem by noting that,
There are lots of racial problems between us and the Italians, and some of the Irish. It is
different from Manhattan and some of the other boroughs. It is kinda diverse but split
between all of the different groups...I grew up in Brooklyn and we came to Staten Island
about 9 or 10 years ago. I miss Brooklyn, but it’s alright here. Most of the people want
the same thing...a safe and comfortable space for their families. (Darnell, Interview)
When asked about his goals and career interests, Darnell says,
I didn’t know what I wanted to do when I was little. I don’t fully know what I want to do
now. Physical fitness, martial arts and sports have been something that I liked and was
good at. So I am majoring in Sports Administration, but also thinking about getting a
certificate in Personal Fitness. (Darnell, Interview)
Darnell was aware that his school was a PWI but enrolled because it is close to his home
and he wants to be close to his family. Darnell is currently working at a fitness center part-time.
He finds it “hard maintaining regular hours because the gyms can only have a certain capacity
because of the panorama [pandemic]. I found the job on my own and didn’t use the career
center” (Darnell, Interview).
Darnell noted that he is surprised about the possibility of racial discrimination affecting
his career prospects and found it interesting that there is research being done in this area. He says
that, “I must admit that I never thought about racial discrimination and especially the view that
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my being an African American could make it difficult for me to get certain jobs. I am determined
to disprove of such perceptions” (Darnell, Interview).
Darnell has visited the career center to help him with his resume and LinkedIn profile. He
and the career advisor has been doing virtual meetings because the latter is also his academic
advisor, which means he does not have a choice whether he would consult with the
career/academic advisor or not.
Darnell also discloses that his career/academic advisor is a “White woman. I don’t think
there is a Black person on the staff. They’re all White” (Darnell, Interview). When asked
whether he feels supported by the advisor and/or career center, Darnell states, “During advising
sessions, it feels like my concerns are ignored. A lot of the students here support Trump. The
advisors try to be neutral, but many of them don’t support him. I don’t know how truthful they
are being” (Darnell, Interview).
Darnell does not disclose much information about his experiences on campus as an
African American male. He does not live on campus but instead, commutes to school. To recall,
Darnell says that his home is near his school. He adds, “If I don't have a class, or studying, I’m
not there [school]. But if I think about it; it’s just like every place else. If you are dressed in
sports clothes, people are suspicious of you” (Darnell, interview). He also does not actively seek
out other people in campus based on his racial identity as an African American male: “Not
really, like I said, I am a commuter and I work when I am not in school or studying” (Darnell,
Interview).
According to Darnell, he met an African American professor who was a guest speaker at
a school event and considers him a mentor even though he is not associated with his school.
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He says, “Before the pandemic, I met this professor from another school in the area, who teaches
sports administration. We have kept in touch by text and some Zoom calls. Everybody is using
Zoom” (Darnell, interview).
Darnell, like most African American students in PWI noted that career services have not
prepared them for career challenges as an African America student. He notes that,
There is no way they could do that. The whole staff is White. They may make some
changes given everything that is going on with Black Lives Matter, but they might want
to think about hiring someone who is experienced with what some people go through.
But we are just a small part of the school. They might not think it is necessary. I want to
say this -- it is not like I don’t know about challenges I will face. All I can do is keep
trying to better myself. But the challenges are going to always be there and I have to
know that and how to respond, so that I don’t bring myself down. (Darnell, Interview)
Darnell appears to feel the difference in treatment between White and Black students in
his school. For example, when asked about the opinions he may have formed as a result of
seeking career support in general and then at his current school, Darnell says,
OK. OK. I know that my career exploration ain’t going to be like a White student. I have
to do a little bit more if I am going to get to where I want to go. You know what I mean?
We have to do extra work because it ain’t going to be handed to us just because we have
a degree. (Darnell, interview)
In pursuing his career interests at the PWI, Darnell learned that,
When people think I can’t do something, I want to prove to them that I can. Another
thing is that you have to find people who you trust regardless of race. Every White person
is not a racist. They may not know what you go through, but they are still willing to help
you. Those are the people that are so important. You have to be open-minded. (Darnell,
Interview)
Hasan’s Story
These past couple of years have been rough. Like, I am involved in the gospel choir and
during a prayer one night a lot of us were exhausted from all that is going on. It is hard to
be a student when you’re dealing with family and studying and then you see all of these
Black people being killed and nobody is taking it seriously. It is hard to learn when
you’re feeling angry, tired, and frustrated all the time. (Hasan, Interview)
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Hasan, is a 19-year-old sophomore who aspires to be a teacher. He is studying Education
at a small-sized public institution in New York, inspired by his mother. Hasan lives in a singleparent household with his mother who is a high school English teacher. Hasan has a 17-year-old
brother who has special needs and is on the autism spectrum. Hasan heard about this study from
a friend and agreed to participate. According to Hasan,
I used to have this little chalkboard when I was a kid. I think from that moment I knew
that I wanted to be a teacher. My mom is a teacher and her mom, my grandmother is also
a teacher, so I thought it was natural for me to be a teacher. I came to this school to study
education and to be a teacher. It's something that was instilled in me since I was a kid...
It's [teaching] something that my family does. And I'm going to continue our legacy as a
family of educators. I am also aware that teaching was overpopulated by White women
teachers. I have a responsibility to eliminate the notion that Black men are not going into
the teaching profession. (Hasan Interview)
Hasan says that he loves Brooklyn, where he grew up. However, he says that the
“interesting thing about Brooklyn is that people and their cultures are scattered all over the place
so there's a lot of diversity, but there's also a lot of animosity and tension between groups of
people” (Hasan, Interview).
Hasan has known that his current school is a PWI but this was not a factor in determining
where he wanted to go. He has some friends in the same school. Currently, Hasan is working
part-time at a supermarket. He knows that working at the supermarket carries the risk of COVID19 but Hasan wants to make extra money to help his family. His work is not related to his
degree. Meanwhile, in school, Hasan did engage with career services. He explains that working
at the supermarket is sort of an internship for which he gets college credit because he is gaining
transferable skills that he might one day use as a teacher. When asked whether his career advisor
has been supportive but wants him to think about other career options, Hasan says,
My career advisor is a White male. The career center is good. It’s been online since the
pandemic, and I was only starting to use it for resume help. The one thing I will complain
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about is that some of them try to push you into these careers that I’m not really feeling.
But I think my advisor is good and very knowledgeable. (Hasan, Interview)
Nevertheless, Hasan has been having challenges relative to his career goals. Hasan explains that,
These past couple of years have been rough. Like, I am involved in the gospel choir and
during a prayer one night a lot of us were exhausted from all that is going on. It is hard to
be a student when you’re dealing with family, and studying and then you see all of these
Black people being killed and nobody is taking it seriously. It is hard to learn when
you’re feeling angry, tired, and frustrated all the time. (Hasan, Interview)
He notes that career services have supported him without regard to his race. What worries
him is the differential treatment in terms of lack of equity for career African American men.
According to Hasan,
The school being a predominately White institution is what I expected it to be...just like
the society we live in. It may be a little thing, but you can be in a class all semester with a
White professor and they will never try to remember your name. But it’s never a problem
to remember the name of a White student. It’s strange. (Hasan, Interview)
Hasan says he seeks out experiences and people on campus based on his racial identity as
an African American male. Hasan narrates that,
It looks like there are more African American women on campus and some of the student
groups are mostly for the women, but there are activities and events all the time. We had
events for Black Lives Matter and it was for the entire campus. It was attended by a
mixture of students from different backgrounds. (Hasan, Interview)
Hasan also has met African American professors at the school, although not necessarily
for classes. He met these professors in some activities initiated by Black students. With regard to
the career services in school, the former has been effective in preparing Hasan for challenges he
may encounter as an African American student in his career development. Hasan explains,
The career center does a good job of preparing you. Sometimes I think it is the majors
that you choose. They have more resources for certain majors. And sometimes you have
to look outside of the career center for additional resources. But overall, my experience
has been fine working with the careers Center…I must admit that the career development
opportunities offered in my institution have been instrumental in the way I view the
future. I have been able to take the information I have learned and tailored it to my needs
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and my aspirations and I now know exactly what I need to do to achieve my future
ambitions. (Hasan, Interview)
As he pursues his career interests, Hasan learned that,
As an African American male, I am supposed to do over and above the expectations for
me to be recognized and appreciated. It seems there is a different standard that has been
set based on my identity as an African American male. It is frustrating but also
motivating in some ways. It's also very subtle and a lot of times unspoken. But you know
how you get a sense that your race is influencing how people react to you. (Hasan,
Interview)
Lastly, given the chance to do things differently, Hasan says,
I am still early in my education. I am not sure if I would do anything different. I have a
great group of friends here. And I am actually enjoying my education despite the
pandemic and going online, I am adjusting. it would be great when we can get back to
campus, but for now I wouldn't do anything different. (Hasan, Interview)
Kenan’s Story
Kenan is a 19-year-old sophomore from Sacramento, California. Kenan’s mother holds a
bachelor’s degree and works at a local nonprofit and Kenan’s father works as a cook and holds a
culinary degree. Kenan aspires for a career in social work. He currently studies Language,
Culture and Society at a large public university in California but wishes to transfer. “Recently I
realized that I want to see other places, meet people and apply for internships to get experience
doing something I enjoy” (Kenan, interview).
Growing up in Sacramento, he describes the racial tension between the communities.
Kenan describes the community where he and his family live as lower-middle-class. Their
neighborhood is mixed with Black, Asian, and Hispanic residents, but it is mostly lower-middleclass. He notes that,
It was okay growing up in Sacramento. There are racial incidents, and one of them was a
well-known case a few years ago well with the police killed the Black person on train
platform but most of the families get along with each other well…When I was growing
up, I wanted to be involved in helping people. Maybe I get that part from my mother
since she works at a nonprofit for homeless people. she and my dad do a lot to make sure
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that some of the less fortunate people have food to eat. So, he donates leftover foods to
my mother's organization. I want to do something where I am helping people like they
do. (Kenan, Interview)
Although Kenan is not still decided about the major he wants to take, he leans
toward social work, saying that it will help him help people his community. “Social work is what
I know because that’s what my parents do. I would like to keep an open mind to other fields”
(Kenan, interview). Both his parents work to help people and Kenan would like to continue to do
that in his career. Currently, Kenan works part-time at a group home during weekends, where he
teaches life skills to emotionally disturbed boys. This job is related to Kenan’s desire to pursue
social work as a career.
In the PWI where he studies, Kenan was required to meet with someone in career
services as part of his freshman course, and subsequently when he needed help in writing his
resume. Kenan had a peer career advisor who helped him in making his resume. Kenan explains,
The peer career advisor is an upper class student with some experience. She was helpful.
Other than that, I have only used the career center a handful of times for the events. The
pandemic has limited what we have been able to do. The events take place mostly only.
There is a virtual career fair that the center is hosting in the spring. That will be online
too. (Kenan, Interview)
With regards to his experience of being an African American male in a PWI, Kenan says
that,
When we were on campus it was like everywhere else. I have friends that are from
different backgrounds. However, we have had incidents that were considered bias
incidents. There are also these social media groups where people feel more empowered to
express racists attitudes. I never thought about this in terms of being an African American
man. I think of the experience as a Black person, not male or female. (Kenan, Interview)
Kenan does seek out experiences and people on campus based on his racial identity as an
African American male. These are students that he meets online. They have similar interests,
namely, support for Black culture and Black people of diaspora. Kenan explains that he has
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limited experience with career services that he cannot say whether these services adequately
prepare him for the challenges relative to his race that he may encounter in his career
development. Kenan says,
My experience has been limited. But we ask our friends their opinion on things like the
career center. A lot of my friends say that the counselors are sensitive to cultural
differences, but treat everyone the same. They don’t acknowledge any differences or
experiences we might have from being African American. To be honest, I don’t expect
my advisor to do this, especially if they are not African American. (Kenan, Interview)
When asked about what he learned as he pursued career interests, Kenan explains,
“People here have stereotypes about all kinds of people. It’s kinda funny. Like I how
because I am tall, people thought I excelled in sports. I don’t think they took my interest
in social work seriously. I also think that you have to do a lot of the work. A career center
is just one resource, and they give you tips on other resources. The resource that is most
useful is being able to talk to Black alumni who are working, and ask them about their
experience. (Kenan, Interview)
Nonetheless, despite the knowledge that he has gained about his racial identity and career
pursuits, Kenan says that there is not much that he would do differently, with the possible
exception of transferring. “I am still trying to figure things out, especially with deciding whether
to stay or go elsewhere.” When probed further about whether he would consider an HBCU or
another PWI if he transferred, he reflected “I am considering it…Being in an atmosphere with
people like you might be more comfortable and I would be able to meet and network with similar
people” (Kenan, Interview). Kenan believes that an HBCU would increase his odds of finding a
mentor that is also a Black male, but also sees the positive aspects of attending a PWI,
I spoke to my academic advisor about the pros and cons of transferring to a PWI or a
Black college and it may come down to money or location. Many Black colleges are in
the south and it could be culture shock. The mostly white schools have more scholarships
and I could get better financial aid. But then I think when I start working, I’m going to
have to work with people of all backgrounds, so maybe a PWI will better prepare me for
that. It’s a tough decision because, like I said, my community is important to me, but I
want to be in a position to do well in school so that I can get a good job and make decent
money. (Kenan, Interview)
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Isaiah’s Story
Discrimination is everywhere. There is not much I can do about it, but I can learn how to
cope and not let it get to me. To some White students, you’re just “the Black guy.” With
that they think you’re cool, like hip-hop and play sports. I had one friend ask me about a
professor, and he said, “Is he the tall, Black guy.” This is what he said about a professor
who has advanced degrees. I don’t think that my friend would describe a White professor
that way. (Isaiah, Interview)
Isaiah is a 20-year-old junior from New Jersey. He attends one of the largest private
universities in the United States. Isaiah’s parents are divorced, but even though he lives with his
mother, he has a good relationship with his father. Isaiah’s mother is a nurse and his father is a
land use planner. Has two younger brothers in high school and a sister attending county college.
Isaiah is enrolled in Urban Engineering, and aspires to a career in transportation/urban planning.
He spoke about why he chose this major and said,
I wanted to major in something that would challenge me and that I could see myself
liking. My father is a land use planner and I always liked architecture. I was also a
member of the Green Club at my high school. (Isaiah, Interview)
When asked about growing up in New Jersey, Isaiah says that he has lived in the same
state all of his life. He elaborates,
My entire family is from this area, especially Newark. I have two younger brothers. My
sister goes to county. You save money by going to county college to get the basic courses
out the way. Then you can transfer. I transferred to my school. West Orange is good. We
came here because the schools are better. The town is mixed but there is a dividing line
with more Black families moving in. I loved growing up here. It’s close to the highway
and I loved cars when I was growing up. I thought I might be a driver growing up and as
I remember things, I enjoyed going with my father on rides, even to accompany him to
work. Cars and the highway is what I loved...still do. But I don’t want to be a driver
anymore. (Isaiah, Interview)
Isaiah’s choice for a major – and by extension his career – is influenced by
his father. According to Isaiah,
I am studying urban engineering. It’s kind of like being a driver as you study roads and
their design. Since I liked driving and the road it was a good fit for me. I also did a lot of
drawing in high school, and I get to use my background in drawing to design cities. My
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school is a PWI, but I didn’t consider that at all when transferring. I looked at reputation
and a school with a good reputation will get your foot in the doors. I also thought about
opportunities to meet other people like me. (Isaiah, Interview)
Isaiah emphasizes that he has been aware of possible racial issues in school. However, he
is confident that he can handle these issues. Isaiah elaborates through the quote inserted into the
beginning of his story. Isaiah also discloses that before students know anything about him, they
automatically see “the Black guy.” Isaiah says that White students in PWI racially discriminated
against African American males. “I remember the first day in one of my classes. I might be
wrong, but it seemed like some of the white students didn’t want to sit near me” (Isaiah,
Interview). White students frequently identified Isaiah not according to who he was but
according to his ancestral origin. Isaiah says that this is offensive. Isaiah says,
I feel that the issue of college enrollment is for African American men and more for the
Whites. I hate to say this but really…it’s the Whites that need educating about
racism…they need fixing. It’s the 21st century. Sometimes I just can’t believe the archaic
thinking of college students…The consequences of unequal enrollment are also important
and there is the poor representation in some student organizations. This also affects the
leadership career for most blacks. Maybe I pay too much attention to racial issues, but
this is how I see things. (Isaiah, Interview)
Meanwhile, Isaiah has used his school’s career center for writing his resume and certain
events like a school job fair. The career center also posts listings of jobs and internships.
According to Isaiah, the career center in his university is considered one of the best, and is
known for some of their programs by other schools in the area. “Everybody looks at our career
center as a model for what a good career center should be” (Isaiah, Interview). Career center staff
and advisors invest significantly into helping all students and the advisors are nice and helpful.
Isaiah notes,
I don’t know what race my advisor is, he could be White, but he could be Hispanic. His
last name is a Hispanic last name. I wouldn’t feel comfortable asking if he is Hispanic. If
it came up during the conversation, I would ask. (Isaiah, Interview)
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When asked about whether he feels that his career advisor/career center has supported
him, Isaiah answers,
Yes. But I don’t think it is the job of the career center to support me like I am a child. I
am a grownup and can do things for myself. If I have questions, I will use them. I know
what works for me. The pandemic is changing everything. I don’t think it will go back to
how it was. Searching for internships and jobs is different now. Even my internship was
remote. I was lucky because I could do it. But like, one of my friends, couldn’t do it. He
couldn’t set up a way to work at home. I don’t think places think of things like that.
(Isaiah, Interview)
Isaiah has concerns about the enrollment numbers of African American men in
his school in relation to his experience on campus as an African American male in a PWI. Isaiah
says that,
I feel that with COVID the issue of college enrollment is going to decrease for African
American men as well as for other groups. This is a big investment for taking courses
online. Also, if you look at the student organizations, mostly Whites are on them. It’s like
there are student groups for Blacks, Asians, and Hispanics and then all the major student
groups are for White kids. We need more representation in those groups because you get
leadership experience but also the student government gives more funding. When
something racial happens, it is usually not the White student groups that speak up, it is
the groups from Black and brown people. This is why things always stay as they are.
Change doesn’t happen very fast here. (Isaiah, Interview)
Isaiah indicated that he participates in a “couple” of student groups that are primarily geared to
Blacks and other people of color but “they are not large groups, when you compare it to student
groups with mostly white students…Sometimes meetings can have only a few people show
up…this can make it challenging for getting connections” (Isaiah, Interview).
Germaine’s Story
Sometimes I think that Black people have to work twice as hard as White people to get a
basic result to get an entry-level job. A Black person has to prove themselves much more
than the White person. Also, White students had the benefit of their parents helping them
out. Fortunately for me my father is involved in a network that I can use. But that's not
the case for everybody else. And I know that. (Germaine, Interview)
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Germaine is a 21-year-old senior from Norfolk, Virginia, and who grew up and lives in a
mixed race neighborhood. Both of Germaine’s parents have bachelor’s degrees. His father is an
architect while his mother is a nurse practitioner. Germaine aspires to be a civil engineer, which
is his major. Germaine is the youngest of three children – and is the only boy. He has two older
sisters: one has a degree in nursing while the other has a degree in accounting. Germaine
indicated that going to college was a normal expectation in his household. “I grew up knowing
that I would have to go to college. It wasn’t a choice” (Germaine, Interview).
According to Germaine, Virginia is different from New York City where he goes to
school in a large private institution. However, Germaine says,
Virginia is alright. My neighborhood was mixed so coming to the PWI was not a big
culture shock. However, things were moving fast here until the pandemic and that
changes a lot of things. I’ve been doing most of my schoolwork from home. But my
father is an architect and my mother is a nurse. They are actually both from New York
but wanted a better quality of life for us. So they came down here. (Germaine, Interview)
Germaine described himself as a child who was involved in a lot of activities at school.
He explains,
There was a program to get more Black kids interested in engineering and my pops
pushed me to give it a try. Especially architecture. At first, I didn’t like it, but I was
getting more interested in city living. So whenever I could I would take trips to DC and
New York. I really liked those places, as they have great buildings. But I did what other
kids do, I guess...I also loved technology things. Thinking about it now, I was probably a
Black nerd when I was growing up. I had good friends and one of them attends school
with me now. That made coming to the [PWI] easier. (Germaine, Interview)
Prompted further about being Black in his field of study, he reflected “I am often one of a few
Black students in some of my major courses. I’m not sure why you don’t see more Black
students in this major” (Germaine, Interview).
Germaine seeks to follow in his father’s footsteps. When he was young, he used to read
the books his father brought home. Germaine says,
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Maybe being around my pops made it like the family thing to want to major in civil
engineering. It’s something that I can talk to my dad about when we get assignments that
are challenging. Knowing that he knows this is great. He is my dad, but also my teacher.
(Germaine, Interview)
Germaine says that he knew that the school in which he is enrolling is a PWI but he
enrolled because he likes the school’s reputation. The university is world-famous. Although there
is a Black university in Virginia where Germaine is originally from, it does not have the stature
of his current university. He also wanted
to go to New York and experience what living life in the city was like. It wasn’t a part of
my decision process and I never thought about it as a school where a lot White people
attend. It was just a school I liked. (Germaine, Interview)
Germaine is not currently working. He used to have a part-time job at a store in the
Greenwich Village, but the pandemic forced the store to close so he went back home to Virginia.
His former job was unrelated to his degree, although he was hoping to get a paid internship in
New York City. “I did my first resume and cover letter in high school as part of a career day”
(Germaine, Interview).
When asked about the career services in his college, Germaine spoke highly of the social
media presence and how it keeps him aware of what is going on within the career services office.
Germaine says,
We have a large career services office. They offer a lot of programs and my friends tell
me that they are good. I didn’t feel the need to use it, because I had a resume and my
father. But yeah, I stopped in a couple of times after friends mentioned it. (Germaine,
Interview)
Germaine has experienced consulting with a career advisor:
The advisor I used at first was a woman. I think she was White, but she had a Hispanic or
it could have been an Italian last name. She mentioned that she had a grandmother from
the South, but I don’t know. Then after her I had a Hispanic guy. He was alright…I think
the [his school’s] career people care about all of the students. They always have great
programs and really try hard to help all of the students. (Germaine, Interview)
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Germaine articulated that the career services in his school
is excellent and I think that it would be great but we had some new challenges this year
with the pandemic, so that prevented good internships and opportunities that I would
have otherwise applied to...So I don't know if I can fault the career center for any of that.
(Germaine, Interview)
When asked about his experience on campus as an African American male, Germaine
shares that although he observes that the university he attends is seeming to take action, it is still
tough for Black students:
The professors always seem not to have time to speak to you. A lot of the students have
groups they hang out with, like it was in high school. There are students from different
backgrounds, but that doesn’t mean that we become friends. We just go to the same
school. Earlier before the pandemic, there was an issue about housing and how it seemed
like there were some segregated spaces where blacks lived in one area and the Whites
lived in another. The university is always talking about diversity but they don’t seem to
understand it. The George Floyd murder was another situation where I thought the
university could have done more to make a strong statement. The statements they put out
are not strong at all. I want the school to make a strong statement about Black Lives
Matter, but that never happens at the right time. (Germaine, Interview)
He also actively seeks out African American male student organizations and actively participates
in events. Germaine says,
There are Black student groups and activities on campus that I participate in, the Black
student union. The center for student life has made really strong statements about their
support of Black Lives Matter after the murders of George Floyd and Breanna Taylor, so
I think things are going in the right direction. I have friends of all backgrounds, but I still
look out for other Black people who understand how things feel at this time. When
Trump was elected people became really terrible and created an environment where
Black people feel less accepted, and it carries over into the school and so of course you
want to be with some people who are going to offer you a safe place to be on campus and
so I definitely looked for those opportunities to find people who supported my identity as
a Black man. (Germaine, Interview)
Germaine also says that he is not sure how the career development office could prepare
him for the challenges that he would face as African American male, saying
There are no African American males on the staff. And so, who would be able to provide
first-hand experience or knowledge of what I face when I go out to the workforce?
Engineering is not something that is populated by a lot of black men, so I know that I'm
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going to be working in a White space when I graduate. I wish the school had those
options but they don't. But I don't think it will stop me from achieving my goals.
(Germaine, Interview)
Caleb’s Story
Caleb is a 20 year-old junior from Bronx, NY. He is enrolled in a mid-sized private
institution in New York. Caleb is taking the Individualized Study course. In Caleb’s school,
Individualized Study is a program in which students have been given permission by the Dean to
concentrate on more than one course in two or more departments. Caleb is a musician and plays
piano and trumpet, and his two majors under the Individualized study are music and business. He
lives in a single parent household with his mother, who identifies as part of the LGBTQ
community. His mother does not have a college degree. She is an independent businessperson
and works freelance in media. He is an only child but has a big family of creative people. Caleb
notes that,
I am from the Bronx and live with my mother. She does freelance work in arts and media.
My father is not involved in my life. I would say that we are lower-middle class. We are
not struggling. Even though I live with my mom, we have a big family that lives nearby.
A lot of them are in the arts. The holidays are fun. This year we are not celebrating in
person because of COVID-19, but I think we will figure out a way to get together.
(Caleb, Interview)
As a child, Caleb had already wanted to be
a famous musician. I still do. But life as a musician and being out playing is hard. In the
beginning you are not making much money. I promised my mother I would get my
education. She seen what happens to some musicians and she doesn’t want that for me. I
don’t want that for myself. (Caleb, Interview)
Up to this time, Caleb is not aware that his school is classified as PWI because where the
school is located is in a mostly Black and Hispanic part of town. He says, “It is? I don’t think of
my school like that, I think about it based on the neighborhood. It’s not in a mostly White
neighborhood” (Caleb, Interview). Currently, Caleb is working as a teacher for trumpet at a
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music school for kids part-time. He is about to start teaching classes virtual because of COVID19. Caleb says that he does not intend to teach music for a living, but because it is music, it is
related to his degree. Although he does not want a career teaching music, he does want to have a
career related to music.
Meanwhile, Caleb does not use his school’s career services as much as he could. He lives
at home and believes that if he lived on campus, he would use it more. He does use career
services in making appointments online. He has also had “a couple of career advisors, both were
women. One was an African American woman and the other was a White woman. The only
advisors I saw were women” (Caleb, Interview). He does feel that he got support from the career
center, saying,
I may not be the best to criticize since I only use the center every now and then. Mostly
for the career events and fairs. I would like to meet African American alumni and get
advice from them on how I could find a good job that I would like” (Caleb, Interview).
In addition to what he has discussed, Caleb says that, “The opportunity to study at this
school is something I never dreamed about. College is not where people in my family
went. We worked. I got some funding and think this will opened up doors for me. (Caleb,
Interview)
He also actively seeks out experiences and networks based on his racial identity.
According to Caleb,
We have a great Black alumni group and they give back. These alumni may have been
through the same thing that you’re going through. This is not specifically for careers. It is
just being a student at this school and how it can be a struggle. I connected with one alum
on social media and we sent several emails to each other about a situation I had where a
classmate kept looking at me as if he didn’t understand the words I was saying. This
happened in a group project and whenever I spoke up, he would do this. I am speaking
the same language as everybody else, and I don’t have an accent. It made me
uncomfortable. Through my emails, the alum suggested ways to respond, like asking if
there are questions after making my point. (Caleb, Interview)
When asked whether his school’s career services prepared him for the challenges he may
face as an African American male in career development, Caleb says,
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I don’t know if you heard this from your other interviews, but my center offers everybody
the same thing. It’s like there is one standard and everybody has to blend in and conform.
It’s hard to disappear into the crowd when you are Black. (Caleb, Interview)
Caleb also says that he did not understand what a career center did. He thought they get a
student a job once the student graduates. Therefore, he is of the opinion that a career center
simply helps prepare students for a career. Caleb also noticed that professors in his school favor
White students. Caleb says,
I know that White students get career support because I saw it. A professor in one of my
classes favored these three White students. They were always staying after class and
talking to the professor. One day I stayed a little late and saw that she was going over
their resumes. That professor got all three students paid internships. When I think of my
conversations with the professor, she would always be looking down at her computer and
occasionally looking up. I did well in the class though. But that professor was unhelpful. I
am working with the career center to find a mentor. They have ways to help you meet
alum. Sometimes it’s just hard to say, I want an African American male alum. The
service is not like that. (Caleb, Interview)
Moreover, it seems that Caleb’s experiences as an African American man in a PWI are
negative. He notes that,
There are ongoing racial issues at the school. I am not a resident, but you don’t have to
live here to deal with the issues. Some issues are out in the open, like the curriculum that
is very White. They have a goal of making the curriculum more diverse, but it hasn’t
happened yet. This makes you feel left out and not considered. Then you have the slights,
like the time I went to see a friend in the dorms. The person working at the front desk
asked me why I kept leaving and coming back. It was the first time I entered the dorm.
The she said that we all look alike and started laughing. It wasn’t funny to me. (Caleb,
Interview)
Elijah’s Story
There are a few recognizable African American males here who are leaders. They are
very prominent and people know who they are. As soon as I mention my school to
people, they’ll ask me if I know some of these leaders. Everybody knows them and I feel
like if I had a problem here, I could go to them. There are a couple of other student
groups and one is for Black men only. I get why that group works, but to me it seems it’s
about dressing nice and talking proper, so that White people will respect you. It’s like the
group is seeking White approval. (Elijah, Interview)
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Elijah is a 20-year old junior student from Harlem, New York. He lives with his mother
and does not have much of a relationship with his father. Elijah’s mother works at a Community
College. She holds a master’s degree and is pursuing a doctorate at night. Elijah has a sister who
is a freshman in college. Elijah looks up to his maternal grandparents, as his grandfather was a
lawyer in Harlem for years. Elijah aspires to be a lawyer and is a pre-law major at a mid-sized
private institution in New York. He describes himself as a child from a middle-income family in
Harlem by saying that
I am from uptown in Harlem. Me and my family have lived up here as long as forever.
My mother grew up here and my grandparents raised my mother here. My grandfather
was a lawyer for years. He is retired now. My other grandparents live down south. I don’t
see them much and don’t really see my father much. He calls on birthdays, and we
always make plans to get together, but they fall through for one way or another. He lives
in New Jersey, but that is about it for us. He always says he is proud of us. So, we seen a
lot in Harlem. It’s been changing and still changing, as you probably know. It’s good in
one way, but many long-time families are being pushed out by gentrification. My family
is normal. We’re out here trying to make it. I wouldn’t say we’re poor, but we have our
struggles, especially now with COVID. (Elijah, Interview)
Elijah says that as a child, Law and Order was one of his favorite shows. At that time, he
wanted to be a detective but not a policeman. Being a detective is
still something to do with the law and I am thinking about civil rights law like my
grandfather. I know I am going to be in school for a while, but doing something with law
is what I always wanted to do. (Elijah, Interview)
Elijah knew that his school is a PWI but this is alright with him since it is close to his
home and he can commute. Elijah did not want to live on campus. He is currently working at a
job not related to his degree, at a grocery store. Elijah works there for “extra money for school
and to buy things that I like. My mother can’t be buying my clothes at my age” (Elijah,
Interview).
When asked about career services in his school, Elijah says that it is helpful about giving
information about what he needs to get into law school. He is starting to get ready for the Law
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School Admission Test (LSAT) soon. He also uses the career services for updating his resume
and helping look over some essays he has to write. Elijah says that he has a career advisor, “a
nice White lady. She was always smiling when she saw me. I couldn’t understand how a person
could always be that happy. She loves what she does. I think she’s good” (Elijah, Interview).
Elijah also feels the support of her career advisor, including, online.
Elijah also elaborated about his career goals. He says that he is aware that the interview is
about race and career development but he feels that being Black has not been an issue in his
experience. That career center staff is usually helpful to him, although sometimes he receives
advice that does not fit his life. His career advisor once told him to connect with people he was
interested in learning about on social media. Most of these people were White people.
“Sometimes it is not as easy reaching out to them, at least with someone Black, we would
probably share that connection and it might be easier” (Elijah, Interview).
Elijah says that he actively seeks out experiences and people on campus based on his
racial identity as an African American male. “Of course,” he says. He believes that many of
Black students experience the same things on campus, and it is like they are not imagining
things. So, when they meet with each other, they share about their experiences. Elijah notes that,
The Black Student groups are very active. For someone like me interested in civil rights
law, the activism of these groups have been important. Also, many alum belonged to
these groups during their time here. They’re not only great connections, but they provide
some history for us. (Elijah, Interview)
Although Elijah says that career services is good in his school and he likes his career
advisor, he says that he will
not go as far as to say that the needs of the African American men are met on campus
programs since most advisors were White. Some culturally competent programs could be
helped if there were more Black and people of color as advisors and mentors. (Elijah,
Interview)
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As a result of seeking career support in general and at his school, Elijah formed the
opinion that developing culturally competent counseling programs is vital in ensuring that the
needs of Black Americans are met. “We have different experiences and many times the
experience of European Americans is provided as examples” (Elijah, Interview). Elijah also says
that the topic of this interview has not yet been researched:
I am surprised that your topic hasn’t already been researched. Things don’t work the
same way for everybody, and it’s different for some people. We can all do well, but it
helps to know that there is no straight path whether you are Black or White or any other
background. (Elijah, Interview)
Therefore, given the chance to do things differently, Elijah says, “I would probably pay
more attention to how many Blacks and people of color are in faculty and leadership positions. It
matters to me to see people like me who also have a voice” (Elijah, Interview).
Aaron’s Story
I thought about going to an HBCU [Historically Black Colleges and Universities]. I like
everything about HBCUs, especially with things being the way they are with race today. I
wasn’t sure I would feel comfortable at a predominantly white school. I still don’t feel
completely comfortable. But it was important for me to set myself up to get into a good
business school. I also wanted to take advantage of the resources that some
predominantly white schools had, including the connections. (Aaron, Interview)
Aaron is a 20-year old junior at a small public institution in Massachusetts. Aaron aspires
for a career in Finance. Both his parents hold master’s degrees. Aaron’s mother has an MBA
while his father holds a M.S. degree in Mathematics. Aaron has older brother who is married and
lives in the DC area where he works on Capitol Hill as legislative aid.
Aaron says that he and his family live outside of the D.C. area. He has an older brother
by seven years and who Aaron always looks up to. Aaron’s mother works with a government
contractor and while his dad is an actuary. He describes his family “as middle class in that we
live in a nice neighborhood and have good jobs” (Aaron, Interview). Growing up in Maryland,
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he and his family reside in a suburb of DC where most of the people are African American. The
community is diverse and Aaron is used to having schoolmates from different racial
backgrounds. Nonetheless, all of his friends are African American. Aaron says that he did well in
school and was also involved in track and field sport for a while.
As a child, Aaron “wanted to be famous” (Aaron, Interview). He has not been sure about
which field he would be famous, although he,
wanted to be on TV and have lots of money and girls like you see in the music videos. It
sounds crazy now, but I would even try to dress like some of the people I saw. I can rap -maybe not as good as some of the guys out there, but I thought I could do that good
enough to make it. My mother encouraged me, but my father was like “Get your
education. That’s important.” (Aaron, Interview)
Eventually, Aaron chose his major because he was a good student and good at math.
When he applied to college, he wanted to do pursue a practical course that would allow him to
make money and comfortably. He says,
I couldn’t see myself going to college to graduate and then be working at Starbucks. I had
heard stories about people graduating and not finding good jobs. I want to put myself in
the best position to get a good paying job. (Aaron, Interview)
Meanwhile, Aaron knew that his school is PWI. He wanted to go to a HBCU but he felt
that his current school is a good choice because of its resources and connections.
Currently, Aaron works part-time at the Human Resources of his mother’s company. His
main task is to “sort through resumes for entry level positions. It’s about 15-20 hours a week,
going through an applicant tracking system for open positions” (Aaron, Interview). Aaron
explains that he does not use his school’s career services for employment especially since his
current job was given by his mother. However, there have been instances when Aaron used his
school’s career services. For example, he uses career services for “information sessions on
Finance, as well as the networking mixers with alumni. Also, I went to speak to an advisor
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because it was a requirement for a class I took. Mostly it was pleasant working with career
services” (Aaron, Interview). There are only a few career advisors in his school, and his was a
White female. However, when asked whether he feels the support of his advisor and/or career
center. Aaron says that “I’m not sure I could answer that, since I barely worked with her. When I
met with her, she was helpful” (Aaron, Interview).
In relation to his career goals, Aaron says,
COVID-19 has changed a lot of things. When I was thinking about work, I didn’t think
about working from home. I don’t know how long this is going to last, it is changing
everything right now, and if you are Black you are going to feel it more than white
people. That’s how it always is. (Aaron, Interview)
When asked about his experiences on campus as an African American male, Aaron says
his school is just like everywhere else. He explains,
It’s like it is everywhere else. A college campus is no different. The thing that fascinates
me is that we expect things to be different with each generation. But things don’t change
and the school doesn’t do enough to lead change. The school does what is least
controversial because they try to please everybody. When you hear about diversity
programs, it’s almost always to please the white faculty and staff. I don’t know what
needs to happen, but I know that I need to get my degree and do what I need to do for my
family to the best of my abilities. (Aaron, Interview)
Aaron says that he does not directly seek out experiences and other African American
students based on his racial identity as an African American male. According to Aaron,
Not directly -- I noticed who the African American people were on campus, whether they
were male or female. If I could take a class with them and it was something that I could
include with my major, I would take it. We had access to African American faculty and
staff and I think it was up to me to let them know who I was. Just like I was saying
earlier, networking is important...even more when you are a Black person at a mostly
white school. (Aaron, Interview)
When asked whether he had African American professors or mentors at his school, Aaron
says that he had no reason to seek them out at university. However, some people who he grew up
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have made themselves available to be mentors. Aaron says, “Also, my parents. I would say that
they have and are supporting my career development” (Aaron, Interview).
Aaron does not directly answer whether career services in his school prepared him for
challenges he may face as an African American male in his career development. He says that,
When I have met the career services, the experiences opened up my mind about what is
needed to be done, besides academic excellence, for me to achieve career ambitions. I
was able to learn about what it takes to achieve our career ambitions. It was really
enlightening to know that a lot depends on my discipline and hard work. I also noted that
networking is important so I can say my experience was good and enlightening. (Aaron,
Interview)
Aaron says that it is not easy to get started in a PWI or in career development but one can
make it. Aaron adds,
I’m not sure if race has anything to do with it. I just know what I’ve seen, and I think it is
a little bit harder for Black people and Black men. It’s like we have to work extra hard to
prove ourselves to be qualified to do work that we are qualified to do. (Aaron, Interview)
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CHAPTER 5: RESULTS
This narrative and counternarrative study explored the experiences of 12 African
American male students at different PWIs. The purpose of this study was to investigate how
racialized experiences and racial identity influence the career development of the study’s
participants, who are African American men in PWIs. The focus of this exploration was on how
the racialized experiences of the participants shapes their career development as they anticipate
the transition from college to their chosen career path. Specifically, this study sought to address
this research question: How do racialized identity and racialized experiences influence the career
development of African American men undergraduate students?
This study was grounded on CRT relative to education, racial identity, and racism in
PWIs and various career development models in exploring racialized experiences of African
American men students studying in PWI that interviews with study participants covered. Of
particular importance to this study are the marginalized social identities experienced by African
American male students studying in PWI. Their experiences at PWIs encompass race, class and
status that contribute to shaping their racialized experiences and racial identities. It has been
found that African American men live according to different social norms as their White
counterparts (Wade, 1996). As such, the social realities of African American are different from
non-African American peers (Wade, 1996).
Themes
Five themes were identified as a result of the coding process with some of the themes having
sub-themes. The themes and sub-themes are the following:
1. The importance of support for career development.
•

Parental support.
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•

Importance of supportive faculty/staff even if no shared racial identity with the
participant.

•

Community spaces fostering career interests.

•

Black public leader fostering career.

2. Absence of representation in campus spaces with potential implications for belonging
development.
3. Racism and racial discrimination against African American male students in PWIs.
•

Ideas of professionalism align with Whiteness strong ties to CRT ideas.

4. Participants experience peer judgment and lack of understanding.
5. Resilience and agency the participants have and use on their campuses.
Theme 1. The Importance of Support for Career Development
Many of the participants emphasized the importance of support for their career
development. Notably, the term “support” is very broad. Support can be financial, emotional, or
simply knowing that there are solutions available to one’s current state. For instance, students
with access to financial resources may not need to work during college, which provides them
more time to focus on their studies.
Sub-Theme 1. Parental Support
Parental support was a strong theme identified in participant responses. For one
participant who wanted to be rich, appear on TV, and be famous, it was his mother who gave
him encouragement. For another participant, his parents groomed him to be a leader by involving
him in community programs where he can develop his leadership. Yet for another participant, his
mother and grandmother inspired him to be a teacher. Aaron says that,
I wanted to be famous. I didn’t know exactly what, but I wanted to be on tv and have
lots of money and girls like you see in the music videos. It sounds crazy now, but I would
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even try to dress like some of the people I saw. I can rap -- maybe not as good as some of
the guys out there, but I thought I could do that good enough to make it. My mother
encouraged me, but my father was like ‘Get your education. That’s important’... I really
had no reason to seek African American professors or mentors out at university.
There were people that I grew up with who made themselves available to be mentors.
Also, my parents. I would say that they have and are supporting my career development.
Within this quote, Aaron mentions the support that he received from his parents, even if
the nature of the support differed between his mother and his father. While Aaron’s mother
encouraged his rapping dreams, his father encouraged him to continue to pursue further
education, which are not mutually exclusive ideas. Between both parents, Aaron felt supported in
both his dreams, but he may have also received mixed signals from his parents about pursuing
his dream or his education.
Felton also shows the importance of parental support. Felton shares some aspects of his
growing up years, narrating that, “My parents got me and my sister involved in community
programs that strengthen our connection to the African American community, while helping us
gain leadership skills.” In this quote, Felton explains the parental support that he received that
impacted his career choice and mindset toward learning and life in general. A connection with
the African American community allowed him to develop and harness leadership skills relevant
to the said community.
Bilal shares how his parents’ support helped him choose his major. He says,
I want to teach Africana Studies, so I am majoring in Africana Studies & History. This is
just something I always enjoyed. Also, Black history is something that is not taught
much. For me, I didn’t have to seek this out. It was instilled in me as I was growing up.
That is how I got to this major...although I was considering Sociology at one time when I
couldn’t make up my mind. I’m happy with Africana Studies & History, since sociology
is part of the major.
Through the support of Bilal’s parents who instilled in him a love for Black History, he found his
chosen career. This highlights the power of parental support on the part of Bilal. Hasan also
looked back at his parent’s support for his career aspirations. Hasan narrates,
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I used to have this little chalkboard when I was a kid. I think from that moment I knew
that I wanted to be a teacher. My mom is a teacher and her mom, my grandmother is also
a teacher, so I thought it was natural for me to be a teacher. I came to this school to study
education and to be a teacher. It's something that was instilled in me since I was a kid.
In this quote, Hasan shows how a parent’s career path helps influence one’s own chosen
career. Hasan’s mother and grandmother are teachers, so he found it natural to be a teacher, most
likely because of the environment where he grew up. Thus, he enrolled in an education course
since he says that being a teacher has been instilled in him as he was growing up.
Students who feel parental support have high levels of motivation and persistence so that
they finish college and transition to their chosen careers. For this study’s participants, parental
support helped mold career choices and aspirations. This is seen in the experiences of Hasan and
Bilal whose parents instilled in them the love for Black History and teaching, respectively.
Parental support can be in the form of guidance, such as Felton, whose parents motivated him
toward leadership in African American communities and Aaron who felt that parental support
help him toward achieving his dreams.
Sub-Theme 2. Importance of Supportive Staff even if no Shared Racial Identity with the
Student
The importance of supportive staff is highlighted in two ways. First, there are participants
who have had positive experiences with their respective school’s career center staff. On the other
hand, there are participants who have had negative experiences with the career center and/or
career advisor. It must be noted that lack of shared racial identity is a sub-theme. This is because
there are fewer African American staffs in PWIs than White staff. For instance, Germaine says,
“I think the career people care about all of the students. They always have great programs and
really try hard to help all of the students.” Isaiah has a positive experience of faculty and staff
regardless of racial identity, just like Germaine. Isaiah explains that he
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used the career center for my resume and the events. We also have some good jobs and
internships listed. Our center is considered one of the best, and it is. They invest a lot into
helping all students and the advisors are nice and helpful.
Isaiah has a positive experience in his school’s career center. He approached the career
center to seek help for his resume and to know about certain events related to career
development. He also checks jobs and internships. However, Isaiah's favorable experience does
not always imply that the other participants would have the same. At first glance, it can be seen
that Isaiah’s experience with the career center did not entail deep engagement with the staff.
Preparing a resume and checking events at the career center may not represent deep engagement,
unlike activities such as advising and mapping a career path. Isaiah says that the career center in
his school is “considered one of the best, and it is.” The staff helps all students and the advisors
are nice and helpful. Yet, Isaiah does not even know his advisor’s race. In speaking about his
career advisor, Isaiah describes: “he could be White, but he could be Hispanic. His last name is a
Hispanic last name. I wouldn’t feel comfortable asking if he is Hispanic. If it came up during the
conversation, I would ask.” However, the lack of deep engagement with the career center
appears to be Isaiah’s choice rather than a shortcoming on the part of the center. Isaiah does not
think that:
It is not the job of the career center to support me like I am a child. I am a grownup and
can do things for myself. If I have questions, I will use them. I know what works for me.
The pandemic is changing everything. I don’t think it will go back to how it was.
Searching for internships and jobs is different now. Even my internship was remote. I
was lucky because I could do it. But like, one of my friends, couldn’t do it. He couldn’t
set up a way to work at home. I don’t think places think of things like that.
In the case of Isaiah, career center staff can provide positive experiences but he (Isaiah)
does not provide race-based insight about the matter. Meanwhile, Hasan says,
The career center does a good job of preparing you. Sometimes I think it is the majors
that you choose. They have more resources for certain majors. And sometimes you have
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to look outside of the career center for additional resources. But overall, my experience
has been fine working with the career center.
Just like Isaiah’s experience with the career center, Hasan too has a positive one.
However, it must be pointed out that although he perceives that the career center in his PWI
prepares students well, this is only limited to students of specific majors.
On the other hand, there have been negative experiences on the part of the participants in
relation to career center staff. For example, Kenan says,
My experience has been limited. But we ask our friends their opinion on things like the
career center. A lot of my friends say that the counselors are sensitive to cultural
differences, but treat everyone the same. They don’t acknowledge any differences or
experiences we might have from being African American. To be honest, I don’t expect
my advisor to do this, especially if they are not African American.
Kenan, also says that he does not think that career staff took his interest in social work
seriously. He explains,
People here have stereotypes about all kinds of people. It’s kinda funny. Like I how
because I am tall, people thought I excelled in sports. I don’t think they took my interest
in social work seriously. I also think that you have to do a lot of the work. A career center
is just one resource, and they give you tips on other resources. The resource that is most
useful is being able to talk to Black alumni who are working, and ask them about their
experience.
Kenan’s response is based on other people’s perceptions. His friends say that career
center counselors do not discriminate according to race and culture. However, it is notable that
Kenan agrees with this view that the advisors do not consider experiences African American
males have that could be different from other students. He does not expect his advisor to be
culturally competent in this way, particularly if that advisor is not African American. In other
words, Kenan feels that importance of supportive faculty/staff even if there is no shared racial
identity with him. Kenan believes that, more than the career center, the most important resource
for African American students in terms of career development is to speak with working Black
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alumni about the latter’s experience. Here, Kenan shows that a shared racial identity is important
for career development and he believes that the career center can help him to make these
connections, even if his career advisors do not share his racial identity.
Career center staff can provide the right environment for their students, regardless of their
background or ethnicity. They can make the school environment welcoming and accommodating
so that everyone would be able to realize their potentials.
Sub-Theme 3. Community Spaces Fostering Career Interests
Another form of support for career development does not pertain to the PWI where the
participants study. Instead, career support can be found in community spaces that foster their
career interests. Felton explains that,
Because of the COVID, I am doing a remote unpaid internship for a state
assemblyperson. It is related to my degree. It’s not how I thought I would be doing an
internship, but I get credit for it and it will go on my resume.
At this point, it becomes evident that some of the participants do not heavily rely on career center
services of their respective institutions. Felton’s experiences show that career development
support can come from outside of one’s institution, including from the community where one
grows up. This does not necessarily mean that the participants are averse to their school’s career
centers.
Caleb shares that he currently teaches trumpet at a music school for kids part-time. He
adds,
I am about to start teaching my classes virtual because of COVID-19. I don’t want to
teach music for a living, but because it is music, it is related to my degree. My degree
program is part of an individualized major and I get to make me own degree based on
what I want to do. I don’t want to teach music, but I want to do something with music.
Right now, I am taking music and business courses.
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Caleb’s experience is important to note, as he is the first in his family to attend college, but
through teaching, maintains ties to the community while gaining experience as music teacher.
Darnell says that he did not know what he wanted to do when he was little,
I don’t fully know what I want to do now. Physical fitness, martial arts and sports have
been something that I liked and was good at. So, I am majoring in Sports Administration,
but also thinking about getting a certificate in Personal Fitness. There are going to be a lot
of out of shape people trying to get back into shape because of the panorama [pandemic].
Darnell developed his skills in physical fitness not as a result of education or formal
training, but because he developed interests in his skills in his community. The community
where Darnell grew up provides interesting context. Darnell is from Staten Island, New York. He
says,
It’s where people who get tired of Brooklyn go. I’m sure you heard of Eric Garner being
murdered by a cop for selling a loosie. That happened in Staten Island. There are lots of
racial problems between us and the Italians, and some of the Irish. It is different from
Manhattan and some of the other boroughs. It is kinda diverse but split between all of the
different groups...I grew up in Brooklyn and we came to Staten Island about 9 or 10 years
ago. I miss Brooklyn, but it’s alright here. Most of the people want the same thing...a safe
and comfortable space for their families.
It is in this safe and comfortable space where Darnell found inspiration for his career
interest. Therefore, indirectly, community spaces have been important as a career path for
Darnell.
The sub-theme of community spaces can potentially be difficult to understand. There also
is little literature discussing this phenomenon. The point that the participants drive is that they
derived their inspiration and motivation for their career choice from their communities. For
Darnell, his career choice was influenced by his interest and part-time work in physical fitness,
martial arts, and sports. For Caleb, his career choice was influenced by his work teaching
trumpet at a music school for kids part-time. Community spaces are important to some of the
participants’ career development because they found motivation, inspiration, and interests in
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their respective communities. Some Black male students come from poor homes where family
members are not educated but who also have dreams in terms of the students’ career. For the
participants in this study, inspiration came from their work outside school. For other African
American students, learning of new skills occur in community spaces even if there is no formal
education in these spaces.
Sub-Theme 4. Black Public Leaders Fostering Career
Some participants mentioned about Black public leaders fostering their career
development. For example, one of the participants is connected with Black leaders through his
school. He can access these leaders if needed. At the same time, this participant has a specific
role model in the person of Former President Barack Obama. Felton explains,
There are a few recognizable African American males here who are leaders. They are
very prominent and people know who they are. As soon as I mention my school to
people, they’ll ask me if I know some of these leaders. Everybody knows them and I feel
like if I had a problem here, I could go to them… For example, President Barack Obama
is somebody I look up to and part of the reason I strive for to be in leadership. He is an
example that helps destroy predominant notions about African Americans. Some white
people couldn’t handle that and we got Trump.
Felton looks up to former President Obama as a role model. Perhaps Black leaders in
public office are good sources of inspiration, especially if their lives have been widely
publicized. In the case Felton, President Obama embodies an ideal for leadership that he seeks to
emulate. Despite having the presence of African Americans males who foster career interests,
Felton looked to an admirable figure in the person of Obama. At the same time, Felton also
knows prominent African American leaders in his school. These are individuals that he can
approach if the need to do so arises. However, it seems that Felton has a strong inclination to
Obama despite having readily accessible public leaders in his school. It is clear that the former
president’s journey to political leadership inspires Felton.
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James says that successful African Americans have been a positive influence
on him. James explains,
One person I think of is Ben Carson. He is not well regarded due to his association with
Trump, but his book Gifted Hands was encouraging. I also like the book, The Pact, about
the three doctors from your school who made a pact to become doctors. I want to be like
that and strive to trace this path to a successful future, despite some obstacles that I may
face as a result of being a Black man.
For Felton and James, their role model is not only an African American male but a public
figure at that. For Felton, he looks up to Barack Obama while James looks up to successful
African Americans such as Ben Carson. Black public leaders are appealing to James and Felton
because they can relate to the experiences of racial and ethnic minorities that these public leaders
also experienced through their own career development. Perhaps these participants say to
themselves that they, too, can aim high and attain the achievements of the Black public leaders
they look up to.
Theme 2. Absence of Representation in Campus Spaces with Potential Implications for
Belonging Development
A strong theme extracted from participants’ responses pertain to how there is a lack of, or
zero, representation of African American men in their campuses. As a result, it appears that
participants feel that they do not belong, or want to belong. It is understandable that students in
general would feel happy to be accepted in their respective schools. Certainly, acceptance
improves chances of happiness in a given school that, in turn, can positively affect academic
achievements. As humans, the participants in this study feel that, since they are underrepresented
in the campus, then their sentiments, values, thoughts, and beliefs are less accepted than students
of the dominant culture.
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Two of the participants express their dissatisfaction with the lack of an African American
professor for a class, while the other notes that there are more African American women and
student clubs on campus. One of the participants assert that representation in student groups is
important because this is an opportunity for leadership development. For example, Elijah
explains that,
Like I said earlier, career services is good and I like my advisor. I won’t go as far as to
say that the needs of the African American men are met on campus programs since most
advisors were white. Some culturally competent programs could be helped if there were
more Black and people of color as advisors and mentors. The development of culturally
competent counseling programs is vital in ensuring that the needs of Black Americans are
met. We have different experiences and many times the experience of European
Americans is provided as examples.
In this quote, Elijah emphasizes how important it is for African American students to
have advisors and mentors of the same color. He recognizes that mentors and advisors of the
same color as the student helps ensure that advice and mentoring come from the perspectives of
individuals who have had the same experiences. Because of the lack of such advisors and
mentors, the career development needs of African American students need to be better met.
James says that “I haven’t had an African American professor for a class, but I know the
African American professors in an informal capacity. They are a part of my network and I do
seek them out for career advice.” Meanwhile, Darnell has found a mentor not associated with his
school. He says,
I have a mentor but he is not associated with my school. Before the panorama
[pandemic], I met this professor from another school in the area, who teaches sports
administration. We have kept in touch by text and some Zoom calls. Everybody is using
Zoom.
The importance of African American professors and mentors for African American
students is emphasized here. First, for James, an African American professor is an essential part
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of his network who can give him career-related advice. Second, Darnell finds it important to
have an African American mentor and he has gone beyond his PWI to find such mentor. In other
words, these participants actively seek out mentors with whom they racially identify. The
support of African American mentors is highly valuable to these participants that if such mentors
are not present in their schools, they will likely seek such mentor elsewhere
Hasan explains that,
It looks like there are more African American women on campus and some of the student
groups are mostly for the women, but there are activities and events all the time. We had
events for Black Lives Matter and it was for the entire campus. It was attended by a
mixture of students from different backgrounds.
Isaiah notes that membership of student organizations is “mostly Whites.”
Hasan’s response highlights how male African American students are even more
underrepresented than their women counterparts in their PWIs. Apparently, there are more
student groups for African American women in Hasan’s PWI. This attests to the uniqueness of
the racialized experiences of male African American students in PWI, including, the
insufficiency of resources and organizations for African American students such as in the case of
Hasan. Isaiah adds,
It’s like there are student groups for Blacks, Asians, and Hispanics and then all the major
student groups are for white kids. We need more representation in those groups because
you get leadership experience but also the student government gives more
funding…When something racial happens, it is usually not the white student groups that
speak up, it is the groups from Black and Brown people. This is why things always stay
as they are. Change doesn’t happen very fast here.
Isaiah provides important insight about the underrepresentation of male African
American students. Oftentimes, PWIs tout diversity on their campus but it is possible that this is
just for show among some PWIs since diversity is sometimes cited as a remedy to the general
underrepresentation of male African American students. However, as Isaiah says, change does
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not happen fast in his PWI. For as long as African American students are underrepresented, they
can be targets of hate and racial discrimination and are then asked to respond to such incidents.
Some participants in this study have bolstered their sense of belonging by joining
identity-based student organizations and felt that being with people similar to them provided a
shared understanding of their experience. For example, Caleb finds representation in his school’s
Black alumni group. He says,
We have a great Black alumni group and they give back. These alumni may have been
through the same thing that you’re going through. This is not specifically for careers. It is
just being a student at this school and how it can be a struggle. I connected with one alum
on social media and we sent several emails to each other about a situation I had where a
classmate kept looking at me as if he didn’t understand the words I was saying. This
happened in a group project and whenever I spoke up, he would do this. I am speaking
the same language as everybody else, and I don’t have an accent. It made me
uncomfortable. Through my emails, the alum suggested ways to respond, like asking if
there are questions after making my point.
In this quote from Caleb, it can be seen that racial struggle is a shared experience with
Black PWI alumni. It seems that Caleb benefited from reaching out with such alumni. However,
Caleb has a similar experience to James in that underrepresentation can lead to hostility and
racial discrimination. Moreover, Caleb’s experience with underrepresentation indicates that his
racial identity strengthened since he was observant about signs of discrimination. Overall, the
underrepresentation of male African American students in PWIs, based on the experiences of this
study’s participants, make them feel that they do not belong including in their classrooms. Their
views, feelings, beliefs, and values are less heard on campus, leading to negative racialized
experiences. Their academic experiences are also negatively affected especially since
underrepresentation also affects faculty and staff. The lack of African American faculty and staff
means that there is a lack of empathetic guidance and mentorship for these participants.
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Theme 3. Racism and Racial Discrimination Against African American Male Students in
PWIs.
The third theme is something that the majority of the participants have experienced, with
implications for CRT. The participants have experienced the intersecting ways through which
social identities intersect and overlap with each other in ways that a person may have
multilayered experiences relative to racism and by extension, oppression. These experiences
stem from prejudice against African Americans significantly harms students, particularly when
the PWI operates in a culture of exclusion. Moreover, race and gender identity can intersect in
the lives of male African American students at a PWI that make their academics, and life in
general, difficult. One of the participants looked up to African American male leaders who gave
him a sense of pride in his gender and race. Another participant laments that gendered and racial
stereotypes define his identity in the eyes of people in his school.
In the participants’ experiences, racism intersects with other prejudices. An example of
this is microaggressions that are borne out of racial stereotypes. One of the participants in this
study feels that some of his professors look down on his comments in class, while another says
that he is maliciously asked whether he is Hispanic. Another participant narrates that he is
racially discriminated because he is asked a second ID. The second ID appears to be related to
the male gender wherein African American men are considered as security risks because of
stereotypes of violence and troublemaking. This is true in Felton’s experience. Indeed, Felton’s
experience supports previous study findings that African American males are subjected to racism
when they are asked for a second ID. Felton shares that,
Some professors show a lack of sensitivity to Black students. I don’t know how true it is,
but a classmate heard that a professor kept asking a student where she was from after he
couldn’t pronounce her name. But for me, as an African American male, people will
come up to you to ask if you need help, like you don’t belong here. I remember coming
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from the rec center and having security ask me for my ID. I think this is common for all
African American men everywhere.
Felton has experienced a racial-based problem in his PWI. School authorities ask for a
second ID because they distrust Felton based on stereotypes about his race and gender. It seems
that students like him are under surveillance because of their race and gender.
There are times when racial discrimination and racism are in the form of
microaggressions. For instance, James narrates that,
On one occasion my advisor failed to show up for an appointment and did not bother to
give any reason why she did that. Just from talking to some of my other friends,
sometimes we feel left out. If you go to the career site, you will see that they lump us all
together as people of color. They don’t consider issues that the Black students raise. It’s
not bad, but they could do more.
In this quote, James shows that he also experiences microaggressions. When his advisor
did not show up for their appointment, this shows disregard for James. Moreover, lumping
African American students together with people of other colors also shows disregard for the
unique needs of non-white students in PWI.
Isaiah has a different perspective. He says that,
My school is a PWI, but I didn’t consider that at all when transferring. I looked at
reputation and a school with a good reputation will get your foot in the doors. I also
thought about opportunities to meet other people like me. This doesn’t mean I wasn’t
aware that there could be issues at the school. I believe that I can handle them.
Discrimination is everywhere. There is not much I can do about it, but I can learn how to
cope and not let it get to me. To some white students, you’re just “the Black guy.” With
that they think you’re cool, like hip-hop and play sports. I had one friend ask me about a
professor, and he said, “Is he the tall, Black guy?” This is what he said about a professor
who has advanced degrees. I don’t think that my friend would describe a white professor
that way. Before they know anything about me, they automatically see “the Black guy.”
Isaiah also experiences microaggressions in the PWI he attends. He is stereotyped as a
“tall Black guy” who plays sports as if he has no real identity as a person due to the
underrepresentation of others who share his racial and gender identity in the campus
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environment, he also stands out visually and is referred to by his social identities alone. This
attitude toward Isaiah is demeaning but the strength that he has is that he is seeking to learn to
cope with racial discrimination directed toward him.
Germaine also has experiences with microaggression. According to Germaine,
Now that I've been at this school, I would probably look at a Black college more
seriously. Some of the professors I've had at my school were difficult to work with and
they kind of looked down on some of my comments in class, for example when I
answered a question correctly, he made a comment about how I stated the answer very
well. He would never say that to a white student and, often, given my major, I was the
only Black person in the classroom and there was no sensitivity to that. I usually had to
speak for all Black people with issues concerning African Americans.
Germaine’s experience relative to microaggression is also negative. Germaine has realized that
had he known the racial attitudes about African Americans as well as underrepresentation of
African Americans of the faculty in the PWI he attends, he would have looked for a Black
college. Germaine experienced microaggressions in the classroom. However, he has succeeded
in speaking on behalf of Black people during instances where they are discriminated against.
Bilal also discusses microaggression. He says,
Microaggressions are common. I show that I am educated and motivated, yet still one
belittles you with the “where are you from” or mistaking me for being Hispanic. When
they find out that I am Black, they get a little uncomfortable. It happens all the time, and
you just smile and accept it. It doesn’t make me feel good...in a way it is my motivation.
But even the “act professional” message we get is about being like everyone else, when
they say everyone else it means being white. When I mentioned in class that I was an
Africana Studies major, I was asked questions about it like it wasn’t a real major. I was
definitely mad when that happened. It was disrespectful.
Bilal is aware of microaggressions when he is targeted, which is often. Although he
smiles and accepts the microaggressions, it negatively affects his motivation. Nevertheless, there
are times when Bilal gets upset by the microaggression such as when his schoolmates do not
think that his major is a real major. Bilal feels disrespected including when his schoolmates feel
uncomfortable about him because he is African American.
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This theme shows participants’ experiences of racism and racial discrimination that are
reflected in microaggressions. One of the students experienced microaggressions because of
stereotypes of African American men being tall, hip-hoppers, and athletic. Participants
experience microaggressions in the classroom from their professors and peers in a way that
detracts from their belongingness on campus. Meanwhile, prejudices against African American
male students have led to experiences of being asked for a second ID because these students are
stereotyped as not considered as trustworthy, or as belonging in these environments. Overall,
microaggressions persist in PWI campuses and influence participants’ experiences in these
contexts.
Sub-Theme 1. Ideas of Professionalism align with Whiteness Strong ties to CRT Ideas
Racism and racial discrimination manifest when ideas of professionalism align with
Whiteness with strong ties to CRT ideas. Overall, studies have shown that African Americans
experience their campuses more negatively than White students. When there is a dearth of
multiplicity of cultural viewpoints pertinent to students of color, these minority students can have
adverse experiences in their learning, development, and identification with their institution.
Today’s PWIs do not have to be explicitly racist to create a hostile environment. For example, in
the experience of this study’s participants, the notion of professionalism – and even achievement
– is based on White evidence and standards. The two participants in this study, Germaine and
Caleb, have similar experiences, particularly with regards to the career center. They both feel
that White students are given more support than Blacks and some professors favor White
students more.
Germaine says that,
Sometimes I think that Black people have to work twice as hard as white people to get a
basic result to get an entry-level job. A Black person has to prove themselves much more
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than the white person. Also, the white students had the benefit of their parents helping
them out. Fortunately for me my father is involved in a network that I can use. But that's
not the case for everybody else. And I know that.
Germaine’s experience overlaps with a previous sub-theme in this study which pertains to
parental support. Nevertheless, Germaine’s experience fits with this particular sub-theme on
ideas of professionalism aligning with Whiteness. Germaine feels that as an African American
person, he has had to struggle to get employed at equal remuneration as non-Blacks. He has had
to constantly prove himself to be worthy, and he believes that White students are at an advantage
because their parents help them. This is in contrast with some African American students whose
parents do not have access to resources that can help their children’s education and career.
Caleb has a slightly different perspective about this. He explains that,
I know that white students get career support because I saw it. A professor in one of my
classes favored these three white students. They were always staying after class and
talking to the professor. One day I stayed a little late and saw that she was going over
their resumes. That professor got all three students paid internships. When I think of my
conversations with the professor, she would always be looking down at her computer and
occasionally looking up. I did well in the class though. But that professor was unhelpful. I
am working with the career center to find a mentor. They have ways to help you meet
alum. Sometimes it’s just hard to say, I want an African American male alum. The
service is not like that.
Caleb does not have the same academic opportunities as his White counterparts, which he
perceives may be because some teachers are discriminative. His professor does not have the time
and attention for him unlike his White classmates. The professor gave three White students paid
internship even if Caleb does well in class. He went to the career center to seek a mentor, so staff
are linking him to an alumnus. Caleb prefers an alumnus/mentor who is African American
presumably because such as mentor would know the struggles of male African American
students in a PWI.
Elijah has had similar experiences. He explains that,
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I know that we are talking about race and career development, and I don’t think it ever
came up for me. That staff is usually helpful. However, there are things you notice like
some of the advice does not seem to fit my life. My advisor told me once to connect with
people I was interested in learning about on social media. Most of the people were white
people. Sometimes it is not as easy reaching out to them, at least with someone Black, we
would probably share that connection and it might be easier.
For this study’s participants, since career development is aligned with Whiteness, they
face challenges in career development and learning in general. While Germaine is aware that
racial identity may impede his career opportunity after college, Caleb reports evidence of this
from his own classes. Within a society that associates Whiteness with professionalism,
participants feel that their racial identity limits their career options while in college and after
graduation.
Theme 4. Participants Experience Peer Judgment and Lack of Understanding
Many of the participants are judged by their peers who do not seem to understand the
challenges that African American go through. One of the participants said that peer judgment
arises from lack of understanding about African Americans and that these two issues are a
constant struggle. Another participant says that racist incidents regularly happen in the PWI
where he studies but the school hardly does anything to address these incidents. A participant
also notes that he chose the PWI where he studies because of its reputation but he was
disappointed due to the racism in it.
For example, Lamont says,
We had a few issues on campus that involved race. Just from conversations in class, I
have to shake my head. When some people don’t experience things in your own shoes,
they lack the ability to take a second and at least acknowledge someone else’s
perspective. It usually becomes a debate on if your point is really valid and are your
experiences warranted. It’s interesting. It’s a constant battle…I actively sought out Black
students. Yes, you have to or you can go crazy. Some of the white students are more bold
in their racism and I don’t think most of the white leadership and faculty are prepared to
handle it. They put out statements, but what does that do?
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In this quote, Lamont laments that people in his school lack the empathy and understanding of
how it is to be an African American student in a PWI. Because of this, he has had to seek out
schoolmates who are also African American because otherwise, he would lose his mind amid the
discrimination. Some students are more racist than others but White school administrators do not
proactively address the problem of racism and judgment against African American students.
James has similar experiences. He narrates,
There have been hundreds of racist incidents and the school is doing very little. Earlier
this year, alumni complained about the leaders and suggested changes. The school did
nothing. They have town halls where Black students express concerns and it’s been going
on for years. We bring the same complaints.
In this quote, James alludes to the ineffectiveness of school administrators to
eliminate racism. With the school providing a space for students to ask questions and share
concerns through town halls, James recognizes that concerns of racism are not particularly taken
seriously by administrators, since the response is always the same.
The participants in this study have a commonality in that they have experienced slights
from insensitive and misinformed peers who prefer to stereotype rather than understand the
travails of African American male students. Kenan noted peer judgment on his campus. He says
that,
When we were on campus it was like everywhere else. I have friends that are from
different backgrounds. However, we have had incidents that were considered bias
incidents. There are also these social media groups where people feel more empowered to
express racists attitudes. I never thought about this in terms of being an African American
man. I think of the experience as a Black person, not male or female.
It must be emphasized that Theme 4 is strongly related to racism, microaggressions, and
sense of belongingness. Undeniably, the participants get hurt by peer judgment and lack of
understanding. However, related to the fifth theme of this study is the way that this study’s
participants deal with peer judgment and rejection. Isaiah for example, is highly aware of the
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issues about race in the PWI where he studies. His strength is in believing that he can handle
these challenges especially since he is aware that “discrimination is everywhere.”
Theme 5. Resilience and Agency the Participants have and use on Their Campuses.
Through their statements, the participants have shown remarkable resilience and agency
to deal with challenges in their college experiences and in their career development due to being
an African American male. One of the participants said that the discrimination and
microaggressions he experienced opened up his mind about what he can do to achieve his career
aspirations. Determination and hard work are keys to his success in his career development.
Another participant expressed apprehension about attending a PWI. Yet he feels that his pursuing
his career by attaining an education from a PWI is worthy of his perseverance. For instance,
Aaron says,
I thought about going to an HBCU, though. I like everything about HBCUs, especially
with things being the way they are with race today. I wasn’t sure I would feel comfortable
at a predominantly white school. I still don’t feel completely comfortable. But it was
important for me to set myself up to get into a good business school. I also wanted to take
advantage of the resources that some predominantly white schools had, including the
connections…When I have met the career services, the experiences opened up my mind
about what is needed to be done, besides academic excellence, for me to achieve career
ambitions. I was able to learn about what it takes to achieve our career ambitions. It was
really enlightening to know that a lot depends on my discipline and hard work. I also
noted that networking is important so I can say my experience was good and
enlightening.
In this quote, Aaron shows incredible resilience because he perseveres in his studies despite
being uncomfortable in school. He seeks to benefit from his school’s resources but nevertheless,
has had to strive harder to achieve his dreams. Aaron’s resilience is also seen in how he adjusts
his mindset so that he sees his struggles as opportunities to attain his career ambitions.
Lamont shows the same characteristics. According to Lamont,
Despite my reservation regarding how well the career development opportunities are
suited in addressing my needs as a Black man, I have to acknowledge that it has
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expanded my view of what is possible. There are opportunities that I did not consider
possible to attain growing up but now, I do believe with determination and hard work I
can better position myself to become my own boss.
Lamont’s resilience is seen in the ways that he adjusts to challenging situations in career
development. He transforms these challenges to motivations to succeed. His resilience is also
manifested as determination to work hard in spite of the barriers that stand in his way.
Considering his background, Lamont is optimistic about future career opportunities after
exposure to career possibilities.
Through his statements, Darnell indicates that he has the same resilience and agency.
Darnell says,
There is no way they could do that [career services prepare him for the challenges you
may face as an African American male in your career development]. They may make
some changes given everything that is going on with Black Lives Matter, but they might
want to think about hiring someone who is experienced with what some people go
through. But we are just a small part of the school. They might not think it is necessary. I
want to say this -- it is not like I don’t know about challenges I will face. All I can do is
keep trying to better myself. But the challenges are going to always be there and I have to
know that and how to respond, so that I don’t bring myself down.
Just like other participants, Darnell struggles amid racism in his school. When a person is
resilient, this does not necessarily mean to say that he is immune from challenges. Rather, as
seen in the responses of study participants, they have been resilient by facing their challenges
resolutely, whether inside or outside of PWI. Many of the participants continue to want to
succeed in college and in their career to improve their lives and the lives of individuals around
them, while also working to serve as a positive role model to their family and ethnic
communities.
Perhaps the most important theme in this study pertains to the incredible resilience of
participants in the face of deep-seated and overlapping experiences of racism. The participants
endeavor to preserve their racial identity as African American men as they seek to transition to
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their career. Another admirable trait that the study participants have is agency. In particular, they
show maturity beyond their years and in showing restraint amidst peer judgment and rejection.
The participants clearly know where they stand and proud of their racial identity. This is the kind
of coping mechanism that would allow the participants to succeed and pursue their own dreams
despite societal and institutional barriers. Their strong agency is also evident in their decision to
attend a PWI even if they are aware of racial discrimination. It seems that their dreams are
stronger than the adversities that they frequently face. Having friends who strongly support them
could also help the participants in not being affected by the discriminatory practices of others
around them.
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CHAPTER 6: DISCUSSION
Introduction
This qualitative narrative study sought to examine the influence of racialized experiences
and racial identity in the career development of African American men in PWIs, with particular
attention to how these racialized experiences potentially shape their career development in
anticipation of their transition from college to their chosen career path. Overall, this study sought
to answer this research question: How do racialized identity and racialized experiences influence
the career development of African American men undergraduate students at a PWI? Five major
themes and five subthemes emerged from participants’ counternarratives of their racialized
experiences and racial identity in their career development at PWI. To recall, this study uses
CRT as the conceptual frame for analysis of participants’ counter-narratives that in turn, are
powerful sources of data that represent the voices of marginalized communities. According to
Miller et al. (2020), race-based inequities in education manifest as low achievement and
graduation rates, high suspension and expulsion rates, limited access to highly qualified teachers,
and higher numbers of students in the school-to-prison pipeline (Carter-Andrews & Tuitt 2013;
Miller et al., 2020; Skiba et al., 2011; Wilson, 2014; Zeichner, 2014). These forms of inequities
occur in a broader spectrum of institutional racism that are all captured in counternarratives that
students of color voice out to their teachers and to researchers.
CRT scholars have been seeking to expose the limited abilities of traditional legal
scholarship to sufficiently revealing how integral racism and racial subordination are in the
everyday lives of people of color (Lynn & Dixson, 2013). To note, CRT authors have been using
techniques of chronicles, storytelling, and counternarratives to point this out. Many dominant
group members believe that racial inequality is caused by cultural problems of minority groups
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who cannot adjust to the dominant culture, as well as weak enforcement of existing
discrimination laws. However, due to the fact that social and moral realities are socially
constructed, they are indeterminate and, as such, subject to differing interpretations. The multiple
interpretations of racial phenomena are manifested according to positionality of a specific group
in the social hierarchy to tell stories, chronicles, or narratives (Lynn & Dixson, 2013). In light of
these, CRT scholars and researchers “use chronicles, storytelling, and counternarratives to
undermine the claims of racial neutrality of traditional legal discourse and to reveal that racism
and racial discrimination are neither aberrant nor occasional parts of the lives of people of color”
Lynn & Dixson, 2013). Rather, the existence of African American people is blighted by racism
and racial discrimination in an enduring manner. Hence, counternarratives in this study from
African American male students at a PWI can potentially make visible the racial biases that they
experience and that are deeply entrenched in the American society and culture, especially as they
relate to career development and professional opportunity.
Meanwhile, the themes and subthemes reflect participants’ voices as African American
males who have to deal with racial oppression and gender privilege in their lives. This chapter is
organized according to the themes derived from the analysis of data collected through participant
interviews:
1. The importance of support for career development.
•

Parental support.

•

Importance of supportive career center staff even if no shared racial identity with the
participant.

•

Community spaces fostering career interests.

•

Black public leader fostering career.
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2. Absence of representation in campus spaces with potential implications for belonging
development.
3. Racism and racial discrimination against African American male students in PWIs.
•

Ideas of professionalism align with Whiteness strong ties to CRT ideas.

•

Participants experience masculinities and gendered masculinity.

4. Participants experience peer judgment and lack of understanding.
5. Resilience and agency, the participants have and use on their campuses.
Themes
Theme 1. The Importance of Support for Career Development
Three sub-themes were derived from data analysis that show the importance of support in
career development among participants. These were parental support, supportive career center
staff even if no shared racial identity with the student, community spaces fostering career
interests, and Black public leader fostering career.
Existing research on the experiences of first-generation African American students
indicates the importance of parental support (Tate et al., 2015). Among these students, parents’
support is highly important, encouraging them as they pursue their college degree and
professional career. However, findings by Tate et al. (2015) confirm the study findings by ParksYancy (2012), in showing that some African American parents may not have professional
knowledge to offer their children as they navigate their college and career development process.
Moreover, first-generation African American students believe that they have to work harder in
college compared to their White counterparts so that they can achieve their career goals
particularly since they do not have a professional network (Tate et al., 2015). Among this study’s
participants, parental support was both present and not present. Felton had parental support when
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his parents found ways to develop his (and his sister’s) leadership skills and strengthen their ties
to their African American roots through community programs. The parental support that Felton
received is important because he eventually sought activities where he was the leader. The
community programs in which Felton has been participating gave him a chance to be on a debate
team, gave him the opportunities to speak on behalf of African Americans, and help his
community through his involvement in these activities. Because of these exposures, Felton
decided to major in Political Science.
Hasan also had support from his mother, who gave him a small chalkboard when he was
a child, signifying the moment when he realized that he wanted to be a teacher. His mother and
grandmother were teachers and this childhood experience molded Hasan’s decision to pursue
education for his career and be a teacher.
Parental support for African American students is important, including encouragement
for academic achievement (Moon & Singh, 2015). African American students who have strong
parental support for their achievement feel that the support gives them the “extra push” they need
to persevere despite challenges in their studies (Moon & Singh, 2015, p. 15). Parents who
support and encourage their African American children/students make these students feel like
their academic success matters and convey that they would want their children to succeed more
than they have in the future. In the study conducted by Moon and Singh (2015), participants
explained that many in society have been writing them “off as thugs and gangsters,” such that
sometimes, they just want to give up on their endeavors to succeed (p. 15). However, during
those trying times, parental support encouraged them to succeed academically even if society,
peers, and society looked down on them. Some participants in the study by Moon and Singh
(2015) shared that they had little to no parental support. In this study on African American male
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students at a PWI, parental support came in different forms, including encouragement toward a
specific career, motivation to pursue one’s interests, and moral support to reach one’s dreams.
Meanwhile, the participants highlighted the importance of support from career center
staff who are not necessarily of the same race. This is a sub-theme in this study because the
majority of participants do not feel this support. To recall, the importance of staff support,
according to participants’ interview responses. indicate positive and negative facets. For
example, Hasan felt that the career center effectively prepares students depending on a student’s
major, noting that some students have to look outside of the career center for additional
resources. In contrast, Kenan had negative experiences relative to career staff support. He said
that counselors in his school were insensitive to cultural differences. Therefore, they did not
“acknowledge any differences or experiences we might have from being African American.”
Importantly, Kenan also noted that he did not expect his advisor to acknowledge the race-based
experiences he may encounter, especially if the advisor is not African American.
Here, it must be noted that some participants felt that they received a certain degree of
support but they lacked support that was specific to their identities and experiences as Black
men. Some of the participants do not expect the career center staff to know about the unique
experiences of African American students and do not believe that the career center staff can
support them significantly particularly since good support is limited only to certain majors.
The CRT states that racism is not a random isolated act of individuals behaving badly.
Instead, CRT scholars say that racism is the norm in the United States. Most argue that racism
resides in individual and sometimes corporate beliefs and behaviors about another race’s
inferiority. According to Delgado and Stefancic (2000, CRT scholars believe that racism “is the
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usual way society does business, the common, everyday experience of most people of color in
this country” (p. 7).
The perceived lack of support from career center staff is a form of racism. In other words,
racism is a consistent experience for the participants in this study, it is manifested in different
ways. One of the ways through which racism is manifested is the lack of career center support
for the participants first because the racial experiences of the African American participants are
not acknowledged and second, because of the apparent lack of knowledge of career center staff
of the unique experiences of African American male students at a PWI. In this regard, CRT is
relevant since it seeks to uncover and dismantle racism in American society (Delgado &
Stefancic, 2017; Ladson-Billings & Tate, 2006). There are five core tenets in CRT. These are
racial realism, differential racialization, interest convergence, intersectionality, and
counterstorytelling (Delgado & Stefancic, 2017). The relevant CRT tenet to this theme, Theme 1,
is racial realism.
Notably, racial realism recognizes the reality that racism is permanent in American
society (Delgado & Stefancic, 2000). Racism is deeply entrenched into practically all aspects of
American life and society, even in American history, norms, traditions, practices, and policies. In
the case of these study’s participants, racism is a shared experience relative to their career
development since the majority of the participants say that the career center staff in their school
do not provide adequate support based on their racial identities. To note, a form of pervasive,
devious racism is White privilege (Womble, 2018). White privilege is a phenomenon wherein
White people are accorded benefits in society because of their Whiteness (Harris, 1993).
According to Harris (1993), White privilege “at various times signifies and is deployed as
identity, status, and property, sometimes singularly, sometimes in tandem” (p. 1725). This
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phenomenon highlights the salience of race and racism particularly since Whiteness has come to
define identity, benefits, and legal rights. White privilege is present in the participants’
experiences particularly since career center staff are not sensitive and knowledgeable about the
participants’ racialized experiences.
The CRT tenet of differential racialization also applies to this theme. Differential
racialization emphasizes the ways by which White people, as the dominant group, construct race
over time. For example, career center staff at PWIs where the participants study construct the
Black race as inconsequential compared to their Whiteness, especially given that career norms
are built on White-centric notions of professionalism and success. This is apparent in the way
they seem to support students based on White professional norms but lack the tools to provide
support to affirm non-White students’ unique needs. Here, it must be noted that race is not a
biological attribute. In relation to this, Omi and Winant (1994) propose the theory of
racial formation to “explain how and why we ‘see’ race as we do” (p. 9).
According to the theory of racial formation, social, economic, and political forces dictate
the formation of racial categories that in turn, shape racial meaning (Omi & Winant, 1994). For
participants in this study, social forces in PWIs are the most important force that shape racial
meaning. In the context of career development, it is the dominant group composed of White
career center staff that racialized the participants because they are Black. This can happen
unintentionally simply because staff members do not come from the same racial group. As a
result, the way they deal with Black students seeking for career advice and guidance could not be
responsive to the latter’s circumstances. In comparison, non-Black students are at a distinct
advantage mainly because career center staff can adequately cater to their needs. As mentioned,
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the staff members do not have the tools necessary to help Black students, mainly because most of
the students they cater to are White.
Volumes of studies show that African American students are immensely challenged in
adjusting and/or integrating into both the academic and social dimensions of PWIs, mainly
because they feel isolated (Chavous, 2000). Feelings of alienation at PWIs among African
Americans negatively impact students’ development of racial, ethnic, and cultural identities
(Chavous, 2000). Feelings of isolation can become so severe that students cannot develop a
healthy or positive racial identity. Barriers stand in the way of adjusting to PWI on the part of
African American male students. Indeed, adjusting to college proves to be extremely
challenging, particularly for African American students in a PWI campus (Anglin & Wade,
2007). To help them adjust, universities should provide African American students with support
through their faculty and staff that include a counseling center through the implementation of
programs specifically targeting the academic achievement of these students. Nevertheless, some
participants found community within identity-focused student organizations as well as with their
alumni. African American student organizations in PWIs help in strengthening their shared
identity. However, it cannot be emphasized enough that this study’s participants, even though
they are members of African American student groups, languished the underrepresentation of
such groups in their schools. Such groups can potentially allow them to voice their views,
feelings, beliefs, and values although underrepresentation means that their collective voice is less
heard on campus than the dominant White student groups. These further strengthen their
negative racialized experiences.
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For college students transitioning to their chosen career, a career center and counselors
and staff can support African American students so that they can develop adaptive coping skills
for perceived or experienced racism and develop a sense of belonging on campus (Anglin &
Wade, 2007). Sufficient social support systems at PWIs are positively associated with academic
performance for African American students, and professional performance for Black American
faculty (Chavous, 2000; Dahlvig, 2010). These students’ inability to access, work with, or be
mentored by African Americans can potentially worsen frustration and alienation at PWIs. For
the participants, the lack of career center support means that they have little choice for the
support that they need, especially if the participant is seeking career advice related to the
racialized experiences of African American students at a PWI.
Although faculty and staff support predict academic performance in African American
students, PWIs generally report that they do not have the capacity to provide adequate levels of
this type of support (Payne & Suddler, 2014). In other words, support for African American
students at PWIs is limited, and available opportunities for support are limited or unfair. For
example, studies indicate that for African American students at PWIs, support programs are
“window dressing” and that “ill-perceived support could potentially exacerbate fear of
segregation and prejudices and their perceptions of double standards in quality” (Payne &
Suddler, 2014, p. 390). This is reflected in the experiences of this study’s participants, especially
in the third sub-theme, which shows that community spaces foster career interests. This means
that a form of support for career development is not found in the PWI where the participants
study but instead, their own communities that foster their career interest. An example of this is
Caleb, who at the time of the interview taught trumpet at a music school for kids part-time.
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It must be noted that there is a dearth of literature on this matter although a few studies
have been made. For the study conducted by Moon and Singh (2015), environmental obstacles
related to academic achievement, participants described the variety challenges they faced on the
path to academic achievement in their homes and communities. Each of the participants in the
study by Moon and Singh (2015) described entering school feeling burdened with situations at
home and in their communities that influenced their academics. These participants indicated it
was hard to ignore the dismal realities of their day-to-day existences and enter school solely
focused on schoolwork. Some participants shared that their families struggled financially or
moved homes frequently, and other participants describing having a job to help contribute
financially to their families (Moon & Singh, 2015). Most of these participants were from single
parent homes and did not have consistent communication with their fathers. Some participants
remarked it was that mindset which sometimes made it particularly difficult when striving to be a
good student academically and that drive and determination were necessary for African
American young men intent on success. All of the participants appeared to have an intrinsic
motivation to obtain a good education and to desire to dispel the stereotypes that they said are
often attributed to them as African American adolescents (Moon & Singh, 2015).
Darnell grew up in a similar community of racial problems and strife. However, Darnell
notes that most people in his community are seeking safe and comfortable spaces for their
family. It is amidst this setting that Darnell found his career inspiration. For this study’s
participants, access to resources in the community differed. Therefore, the role of the community
in participants’ career development also differed for each of the participants. Nevertheless,
communities can inspire career interests and, in some cases, foster them well in different ways.
The differences between participants can be partly explained by the Lifespan model of career
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development. Super’s (1980) lifespan model states that aside from personal factors,
environmental factors also influence career development and career choice over the course of a
person’s lifetime. These environmental factors, including community spaces, may impact career
choice and development. The experiences of Darnell and Caleb show that they chose a career
that will allow them to function in a job that falls in line with his/her self-concept over the
lifespan. According to Super (1980), life stages are growth, exploration, establishment,
maintenance, and decline. These stages coincide with the roles that Darnell and Caleb played
over the course of their lifetime – Caleb as a music teacher, and Darnell as a person who liked
physical fitness, martial arts, and sports.
Discussed in the Literature Review section of this study on male African American
students in PWIs are other career development theories. Aside from the lifespan model, other
theories discussed earlier in this study were Cochran’s Narrative Theory, Krumboltz’s
Happenstance Theory, Holland’s Career Typology Theory, and Social Cognitive Career Theory.
Among the aforementioned theories, most of them do not have a good fit with the insights shared
by this study’s participants. The one that has some alignment with the findings is SCCT, which
correlates one’s environment with either success or failure in terms of career opportunities. The
other theories do not align with the participants' experiences. Cochran's narrative theory posits
that career decisions are based on what important on the individual's personal and social
situation. While there is truth to this, a Black student's career decision may not be aligned with
what is important to him; instead, it can be about what is available to someone like him.
Krumboltz's Happenstance Theory asserts that planning is not always necessary because
unplanned events could sometimes lead to good careers. This is problematic because most of the
time, Black students do not have the opportunity to be in unplanned events. They cannot be at
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the right time and at the right place when they have no access to career-related events. Holland's
Career Typology Theory maintains that people choose or prefer jobs where they can be around
others. This is not necessarily true. Black students want to be in various kinds of jobs but when
opportunities to enter professions traditionally dominated by Whites are denied to them, the next
choice is to be in a job that would accept them, regardless of their race. Overall, race and gender
identities influence student experiences throughout the entire course of career development,
including the development of career interests, support for these interests, experience navigating
college systems and gaining related experiences, and preparing for opportunities after college.
This is unfortunate because determining the appropriate career development model for
the unique experiences of African American students in PWI is highly important to this research.
Notably, a compelling issue about career development is that it is a relatively new discipline,
suggesting that there is a dearth of empirical studies on career development and race. Even if the
field of career psychology studies career development, there is little attention to cultural factors
(Leong & Hartung, 2000). Therefore, career development models are mostly applicable to a
small segment of the population, particularly White middle-class, heterosexual men.
The fourth sub-theme indicates that Black public leaders foster career choice and
development among the participants. When taken together, the issues of racism,
underrepresentation, poor academic achievement, and social or cultural isolation of African
American men on PWI campuses all point to the need for role models or mentors.
Role models and mentors are important to African American students in two ways. First,
they can provide academic guidance and second, provide social support that the students need so
that they can navigate the oftentimes unfamiliar and unpleasant terrain (Rowley, 2001). An
African American male mentor can suggest to African American students how to address
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racism and they can also provide answers to questions about unfamiliar college traditions.
African American role models also provide tangible examples of African American men who
have succeeded in the collegiate environment. However, the opportunities for good mentoring
from a fellow African American continue to be elusive, as attested by participant responses. For
PWIs, it is important that instead of waiting around for a miraculous overnight increase in
potential role models for African American men, it is both necessary and possible to devise
creative solutions to this dilemma (Rowley, 2001).
For this study on African American males at PWIs, the role models of some participants
are Black public leaders, such as Barack Obama and Ben Carson. These Black public figures are
sources of inspiration for the participants. For instance, Obama inspired individual African
Americans to succeed (Gourley, 2018). Because of the historical importance of America having
a Black president and the universal significance of Obama’s achievement, he became a
universally known role receiving worldwide adulation. His modest upbringing and eventual rise
to the presidency is an incredible story that continues to inspire African American students.
Obama’s upbringing is similar to the participants of this study who struggled as a result of their
race. In light of this, it is understandable that participants are inspired by African American
public figures such as Obama.
In light of the aforementioned, the importance of Black male figures as inspiration for
these students cannot be emphasized enough. However, even Black male figures are
underrepresented in society, perhaps because their feats are not reported enough (Egan, 2019).
Even in schools in general, Black male figures are also underrepresented as attested by the
participants of this study on and self-awareness from a new-found historical context.
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Underrepresented minority faculty grew from 7.3% to 9.9% between 1993 to 2009, and
Black faculty increased by one percentage point (Egan, 2019). While there are many complex
factors underlying this underrepresentation, the simple reality is that Black male undergraduates
must wrestle intellectually and emotionally with this lack of representation on their campuses,
including in the front of their classrooms. One possible factor for this underrepresentation may
include the biases experienced by faculty on some campuses Additionally, Black male students
have expressed that seeing and connecting with professors from their own racial group is
important for their development. Brooms and Davis (2017) best summarized the student voice on
this issue stating, “…students continue to desire increased diversity on college campuses in
general and also call for increases in recruiting and retaining Black faculty members more
specifically” (p. 322). Given the importance of Black men role models to participants’ career
interests and goals, higher education faculty and staff should work to increase diversity among
their peers on campus and should implement evidence-based practices to mitigate the negative
racialized experiences Black male undergraduates face on some college campuses.
Theme 2. Absence of Representation in Campus Spaces with Potential Implications for
Belonging Development
African American men are underrepresented in higher education and encounter unique
race-based challenges accessing and succeeding in college. These experiences negatively impact
career development processes, and the ways in which students prepare for their transition to their
respective careers. A considerable body of work has focused on the educational experiences of
Black students who attend PWIs (Solórzano et al., 2000; Taylor et al., 2012). A prominent theme
in this body of research focuses on the role the campus racial climate plays in creating an
environment where Black students feel unwelcomed, invalidated, and marginalized (Mwangi et
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al., 2018; Karkouti, 2016). Campus climates are notoriously rife with racism, racial segregation
as well as institutional neglect of students, faculty, and staff of color. As a result, many African
American students who study in PWIs are compelled to deal with oppressive structures as they
strive to achieve their academic goals and transition to their profession (Harper & Hurtado, 2007;
Rankin & Reason, 2005; Solórzano et al., 2000).
Campus climate is defined as “the overall feel and structure of a campus that reflects an
acceptance or rejection of racial diversity within the environment” (Lewis & Shah, 2021, p. 190)
The campus climate is a multidimensional phenomenon comprised of an interplay between
external forces such as governmental policy and sociohistorical factors and internal forces that
include the racial context of the institution. These forces, particularly racial contexts, shape the
campus environment grouped into four categories: structural diversity, the institution’s historical
legacy, the psychological climate, and the behavioral climate (Lewis & Shah, 2021)
Structural diversity in particular is relevant to this study on African American male
students’ career development in PWI. A strong theme extracted from participants’ responses
pertain to how there is a lack of representation of African American men in their campuses. As a
result, it appears that they feel that they do not belong, or want to belong. For instance, James
explains that he has not had an African American professor in any of his classes although he
does know African American professors informally. As such, James seeks career advice from
these latter professors. Isaiah, on the other hand, says that student organizations are mostly White
in composition although there are smaller student groups for Blacks, Asians, and Hispanics.
Isaiah believes that representation in student groups is essential because students develop
leadership experience.
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It is important to note that most student organizations at PWIs are overrepresented with
White students, and they are often the ones that get professional opportunities through
involvement. On the other hand, members of student organizations based on minoritized
identities find themselves taking on the labor of responding to bias and dealing with
disadvantages accorded to them because of their race, including, inadequate resources that would
have otherwise allowed them to develop their careers at the same footing as White students.
Because of underrepresentation, this study’s participants seek increased representation in student
organizations because this would allow them to participate in leadership experiences and receive
more government funding. To note, membership in student organizations is one way of building
social capital. As Tonkaboni et al. (2013) asserted, organizations in higher educational settings
are great networking opportunities that can help members to transition into the professional
world. However, if organizations where Black men are overrepresented are not given the same
opportunities and professional networking connections as organizations where white students are
dominant, Black men’s involvement may not produce the same professional opportunity, even if
the same amount of time and energy is invested. Structural diversity is important to the theme of
underrepresentation because it refers to numerical representation of various demographic
characteristics and is usually touted as the standard way for improving campus racial climate so
that students of color feel that they belong (Lewis & Shah, 2021). However, even African
American faculty members are underrepresented in PWIs. Thus, it is not only necessary to
address this underrepresentation, it is also important to support existing African American
faculty members in PWI. Sufficient support from faculty (and staff) also facilitates stronger
relationships between students and faculty. Relationships between faculty and students of color
are highly complex. In many cases, this relationship is strained due to the low numbers of faculty
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of color at PWIs. According to Dahlvig (2010), the strained relationship between African
American students and faculty at PWIs is attributed to how these students explicitly and
desperately want to work with or be mentored by Black American faculty. This is true of James’
experience who has had to seek career advice not from his professors or advisors but from
African American professors he knows informally. The participants’ inability to access, work
with, or be mentored by African American faculty results in worsening frustration and alienation
at PWIs.
Racially hostile school climates are strongly correlated with an inability to retain faculty
of color (Payne & Suddler, 2014). This loss of faculty negatively affects students of color's
academic performance at PWIs (Payne & Suddler, 2014). This confirms the statements made by
the participants about not having an African American professor in any class as well as the
underrepresentation of African American male students as a student group. Because of these
dynamics, participants do not feel that they belong in their campus.
Nevertheless, studies that singularly focus on structural diversity without equal attention
to the other dimensions of the campus climate does not improve the climate but rather, increases
risks for conflict, competition, and separation among student groups (Hurtado, 1992; Yao et al.,
2021). Campus climates where students of color are underrepresented features perceived notions
of hostility, segregation, racism, and tension among community members (Hurtado et al., 2008).
Moreover, behavioral dimensions of a campus racial climate reflect the frequency and quality of
cross-racial interactions, and whether or not these interactions are defined as friendly, open,
discriminatory, or tense (Hurtado et al., 2008).
Scholars acknowledge that race and identity are essential to understand patterns of
belonging, motivation, and performance since stigmatized social identity groups such as African
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Americans are exposed to greater risks of receiving disconfirming messages about whether they
fit within academic spaces (Gray et al., 2018). School belonging is conceptualized as a relational,
or interpersonal, experience (Gray et al., 2018). A number of theoretical perspectives identify the
process by which interpersonal opportunity structures, including positive peer relationships and
student-teacher relationships – that contribute to satisfying students’ belongingness needs and
subsequent competence motivation. From the perspective of self-determination theory (Deci et
al., 1991), providing interpersonal opportunity structures in an instructional setting helps students
to internalize crucial academic values. Subsequently, they gain more intrinsic motivational
beliefs and behaviors.
Based on participants’ responses, it may be said that absence of representation makes the
participants uncomfortable since they lack the sense of belonging that will help them thrive in
their studies. The lack of representation fosters lack of belonging amongst participants and gives
the impression that campus activities are tailored particularly for White students and there is little
opportunity to develop relationships with faculty. Thus, the participants can have difficulties
integrating into the campus community at PWIs, thereby strengthening the sense that they do not
belong. When these happen, the participants focus more on surviving in their respective
campuses rather than focus on their career development.
As today’s higher education becomes focused on producing students who are careerready, the disparities in academic outcomes between student groups, especially for African
American men, are worth further examination. When factoring the aforementioned
disproportionately low enrollment and degree attainment for African American men in higher
education, the difficulty in transitioning to fulfilling employment becomes even more
challenging in terms of closing racial gaps and overall upward mobility (Reeves & Guyot, 2017).
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Historically, African American men have had to deal with racism that is endemic to the
American social order such that they are subordinated under their White counterparts (Cornelius,
2013). However, it is questionable whether African American men students are provided
sufficient support to negotiate the impacts of racism not only on their education but also on their
career development.
Higher education scholars have extensively researched how students experience sense of
belonging and the factors impacting that sense of belonging (Strayhorn, 2012). However, as
Hurtado et al. (2008) explain, a person feels a sense of belonging depending on how he or she
identifies and positions relative to the college community that reflects upon the individual’s
mood, emotions, and attitude. Therefore, if African American male students are
underrepresented, a sense of belonging is more difficult to attain.
In his seminal theory on student departure, Tinto (1994) explained that students’ sense of
belonging hinges upon the degree of integration into a university’s academic and social
systems, perceived shared values with the institution, as well as commitment to the institution.
Again, if African American male students are underrepresented in campus, they are at higher risk
of attrition if they perceive a lack of fit “with the social and intellectual fabric of institutional
life” (Tinto, 1994, p. 50) or if they are “unable to establish...personal bonds that are the basis for
membership in the communities of the institution” (Tinto, 1994, p. 56). On the other hand, if an
African American male student has a high level of sense of belonging or fit, this could lead to
student satisfaction and persistence at the institution.
Several studies since Tinto’s seminal work find that students’ sense of belonging is
highly influenced by perceived rapport from peers and faculty (Hoffman et al., 2003; Strayhorn,
2008; Thomas, 2014). A sense of belonging may be derived from meaningful interpersonal
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relationships, systems of support and resources, and feelings of being accepted and valued
(Hurtado & Carter, 1997). Extant research provides a wealth of evidence that an increased sense
of belonging in college is associated with positive psychological, academic, and persistence
outcomes (Mwangi, 2016). In PWIs, sense of belonging is important for Black, male students to
take advantage of opportunities for self-development, which in turn, could help them become
more prepared to enter their chosen fields. To do this, they need to recognize where opportunities
can be had for career development. For instance, there are certain student organizations in
schools that can open opportunities for its members to get internships in firms related to their
courses. Internship is one way for students to understand the working world, as well as have a
sense of what needs to be done so that they can successfully transition from college to work life.
Recognition of opportunities can only happen if Black males in PWIs feel that they can be
accepted in student organizations and other spaces where majority of student members are
White. This is an important career consideration that higher education institutions should
acknowledge and address.
Wendlandt and Rochlen (2008) recommended that institutions consider implementing the
school-to-work-transition model or adjusting existing similar models to better address the three
areas as priorities, which are anticipation, adjustment, and achievement. They did not, however,
provide much elaboration on the important relation of race to these three arguably effective areas
of focus. The authors recommended that university program developers focus on raising their
support in increasing the complex aspects of the change.
While the research and the theories described above provide some basis for understand
the career development needs of college students today, they overlook the unique experiences of
African American men. Specifically understanding the career development needs of African
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American men can help to address this aspect of racial tensions with specific regards to their
increased relevance in American society, particularly with respect to Southern universities and
areas of industry where this specific aspect of racial tensions and theoretically the greater
potential for glass ceilings and sticky floors, appears to have a higher potential to exist. To note,
glass ceiling and sticky floors are concepts representing barriers to progress in a given
environment, usually, the workplace.
Glass ceilings and sticky floors are invisible barriers to success. Similarly, research
focusing on the capacities for Southern states within the U.S. to have glass ceilings or sticky
floors due to racism being more integral in the culture historically might help to improve
understanding and development in a range of areas in addition to contributing to the research
base regarding these concepts (Fang & Sakellariou, 2015).
Theme 3. Racism and Racial Discrimination against African American Male Students in
PWIs.
The third theme is something that the majority of the participants have experienced, with
implications for CRT. While attending PWIs, African American male undergraduates in this
study have had to deal with racism and racial discrimination, including in the form of
microaggressions. This study’s participants have had intersectional experiences of racism that
overlapped with other prejudices, including, microaggression resulting from stereotypes of
African American men. In this study, microaggressions toward participants were caused by
White professors and students. Racial microaggressions are defined as “brief and commonplace
daily verbal, behavioral, or environmental indignities, whether intentional or unintentional, that
communicate hostile, derogatory, or negative racial slights and insults toward people of color”
(Sue et al., 2007, p. 271). Felton discussed the prejudice and discrimination he experienced when
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he is asked for a second ID because he is an African American man. Felton says that this is
common among students like him in a PWI.
Felton’s experience of the second ID is a form of racial discrimination resulting from
anti-Blackness circulated in schools by means of discourses, images, and texts that tell a story of
Blackness as a problem, non-human, and placeless (Jenkins et al., 2021). This type of practice
creates a barrier that hinders a Black male student from seeking career development
opportunities within the school. There is now an entrenched fear that they would be again
humiliated if they seek admission to White-dominated school organizations. This is rooted in the
assumption that African American populations are spatially illegitimate and identifies African
Americans, particularly men, as undesirable and therefore extractable from spaces and places
where their exclusion is envisioned. Schools are such sites where African American students
such as Felton are subjected by security personnel to the second ID. Although not experienced by
this study’s participants, there have been cases where African American students are forcibly
removed from the classroom and school community because they are perceived as threats and
inferior to the dominant population (Jenkins et al., 2021). These are efforts to obliterate Black
identities, including, the Black language, traditions, music preferences, and other cultural forms
of expressions.
When campus security requests a male African American student for a second ID, this
means that that student’s racial identity is called into question. This impacts not only the
interaction between security and the student but implicates how racism shapes belonging and
access to university resources (Dizon, 2021). Scholars and practitioners alike have legitimized
campus policing by framing it as a solution to mass violence and campus crime (Dizon, 2021).
This means to say that Felton is perceived as somebody who can create trouble and perpetrate
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crime and violence in the campus. The second ID reflects a legacy of surveillance that may be
traced to freedom documents that freed slaves have had to carry with them at all times when they
pass through White spaces in order to prove that they are, indeed, freed persons (Jenkins et al.,
2021).
Campus stakeholders, including parents and community members, approve of campus
policing as a needed crime deterrent (Dizon, 2021). However, campus policing is conceived as
an objective, neutral instrument of crime control, and aims to generate research-based
improvements. However, in the case of African American male students, campus policing can be
used as a tool for microaggression. Again, as mentioned earlier, when African American students
have to deal with racism such as microaggressions, their daily lives in their schools are struggles
to either belong or disprove stereotypes of African American males. When these students are
policed on campus, it becomes more challenging to focus on higher level development, such as
career development. They get distracted from the main reason why they are attending higher
education because of the social ills that continue to persist.
In studying racial identity and the resulting bias that this study’s participants have
experienced, it becomes possible to recognize and understand how group membership can make
African American men college students vulnerable to different forms of prejudice and
discrimination (Gillborn, 2015). The second ID is also related to the gender role expectations of
African American men who are stereotyped as inferior and violent. Hearing from this study’s
participants, inferiority and violence seem far from the truth since they seem to be motivated
students seeking to achieve their aspirations through education. These gender stereotypes can
lead to stress and low self-esteem on the part of the students that take away from their focus on
career development (Wade, 1996). It will also create lead them to self-segregate, further
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affecting their chances of networking, mentoring, and building a strong sense of community and
belongingness.
Several studies have investigated how Black undergraduates at PWIs experience and
cope with racial microaggressions (Davis et al., 2004; Grier-Reed, 2010; Harwood et al., 2012).
Solorzano et al. (2000) assert that microaggressions and stereotypes affect college academic
achievement:
The prospect of conforming to a negative stereotype about African Americans might be
enough to undermine an African American college student’s performance and
achievement and thereby negatively contribute to the collegiate racial climate at his or
her institution of higher learning. (p. 62)
Microaggression is an example of racism. Solorzano et al. (2000) note that whether inside or
outside of the classroom, racial microaggressions within academic spaces occur through layers of
racial stereotypes. Any negative action or characteristic observed in one or more African
American students are used for justifying derogative perceptions about all African American
students.
African American college students are significantly disadvantaged when it comes to
achieving academically in higher education (Brezinski et al., 2018). Many African American
students have had to contend with challenges even before they entered higher education, due to
institutionalized oppression. These students carry with them their personal experiences of being
openly discriminated against and because of this, do not have the same opportunities to grow and
advance educationally as their White counterparts. African American students tend to attend
school with considerably less resources compared to their White peers and have teachers that are
less likely to notice and push academic success. An example of microaggression is one that was
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experienced by Bilal, who feels that he is belittled when asked whether he is Hispanic when he is
evidently Black. This makes Bilal feel uncomfortable that even his motivation level is affected.
When his Africana Studies major is belittled, Bilal feels angry at the thought that his course is
not a real major. In turn, Bilal’s such perception of his major likely has implications for his
career opportunities.
Microaggressions negatively impact the lives of African American college students
(Grier-Reed, 2010). However, unfortunately, schools have been rewarding students if they
conform to White norms (Lewis et al., 2013). Examples of these norms are the manner of
speaking and dressing, and specific behaviors while in public. Practices like these reinforce
discriminatory microaggressions. Microaggressions are demonstrated in different ways. For
example, a teacher can treat an African American student as if the latter is invisible by not
knowing the student’s name. Teachers may enforce unfair discipline practices and do not
adequately provide academic support and guidance to a student, demonstrating an uncaring
attitude that undervalues the student. The teacher may not endeavor to understand and
respond to the beliefs, values, and culture of Black youth and undermine Black student
achievement. The experience of racism and racial discrimination plays a key role in explaining
why African American undergraduate students have lower graduation rates than their peers
(Grier-Reed, 2010; Wells, 2008).
All the tenets of CRT are important; however, in this study, only racial realism,
differential racialization, intersectionality, and counterstorytelling emerged in participants’
narratives. The third tenet, interest convergence, asserts that the White people will only tolerate
advances for racial justice when those advances align with White interests (Delgado & Stefancic,
2017). Hence, interest convergence challenges the idealist notion that racial justice is a product
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of moral uprightness, and instead affirms that racial justice is a product of strategically uniting
the concerns of the dominant and subordinate groups. For instance, Bilal said that
microaggression he experienced has decreased his motivation to achieve well academically.
Microaggression as a form of racial discrimination leads to frustration, stress, anger,
disappointment, resentment, and anxiety in the affected students. This is because the participants
are made to feel that they are either a security threat, inferior to White students, should be
removed from their respective campuses. These experiences reinforce racial identity stereotypes.
In turn, discriminated students like Bilal may not seek out to build relationships with mentors
and role models who do not belong to the same racial group to avoid similar experiences of
microaggressions. This is unfortunate for career development because creating strategic
relationships that can help a Black male in the professional or business world will be hindered.
There are many non-Black mentors and coaches who can create the connection needed by a
Black, male student so that the latter can transition well into a career most suitable to his skills.
Avoidance of microaggressions can indirectly lead to this missed opportunity to create strategic
relationships.
Meanwhile, the racism and racial discrimination against the participants intersect with
other forms of injustices. Intersectionality calls attention to how factors aside from race are
separately disadvantaging factors, in addition to their impact, in combination with race, to
disenfranchise individuals (Delgado & Stefancic, 2017). This means to say that different facets
of identity do not necessarily act independently of one another. Moreover, types of oppression
relative to race, class, gender, and sexual orientation, among other aspects of identity, can
collectively and more powerfully impact oppression compared to the subordination linked with
the sum of individual forms of oppression such as racism, sexism, and so forth.
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In this study, it is important to consider the multiple marginalized identities held by
African American men to understand the different contexts of their career development
experiences. In other words, when an individual has two or more marginalized social identities,
such as identifying as a poor African American man, studying his lived experiences just from the
single marginalized social identity perspective of either being poor or African American, or man,
is inadequate because there is failure to show the breadth of their discrimination and oppression.
For example, in this study, Hasan laments that he has had to dedicate long hours to gospel
choir and family and academic obligations. Yet, Hasan sees the unceasing discrimination of
African American students that he feels nobody is taking seriously. Racism impacted participants
directly, especially when an African American male student has to achieve academically while
feeling angry, tired, and frustrated all the time.
Studying racialized identity permits recognition and understanding of how group
membership can make African American men college students vulnerable to different forms of
prejudice and discrimination simply because they are members of the African American race and
male gender (Gillborn, 2015). The exploration of racial identity provides insight about how
complex identities shape the specific ways through which African American men experience that
prejudice and discrimination. Consequently, this study goes beyond conventional analysis
undertaken in studies to place greater emphasis on the challenges and barriers that African
American men college students may experience but are not often recognized. By looking at the
intersecting factors under CRT, this study analyzed social problems more fully, shape more
informed interventions, as well as promote inclusive coalitional advocacy (Gillborn, 2015).
Indeed, Harper (2009) argues that some of the experiences African American men endure
at predominantly White colleges include dealing with thoughts that they were inferior,
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dehumanization, and being stereotyped as underachieving and dangerous people who got into
college based on affirmative action policies. Harper (2009) calls this symptom of systemic
racism in higher education, “niggerization.” It can be argued that this process is carried over into
Eurocentric career development models, which fail to represent the unique experiences of
African American men. As a result of this lack of representation, the career development of
African American men, including the transition between college and the workforce and the
challenges faced in this process, are not well understood.
A sub-theme discerned from the participants’ responses is that ideas of professionalism
align with Whiteness strongly ties to CRT ideas. For example, Elijah says that the career center
staff is usually helpful to him although he notices that the advice they give to him does not fit
with his racial experiences. In fact, it is even discriminatory, like his advisor asking him to
connect with White people in order to learn about social media. There is no reason why the
advisor specifically recommended White people. On the other hand, Lamont expresses concern
that in his school, Black students are disfavored while Whites are favored. There are no overt
acts against them; yet, this can be discerned through the ways which some students and faculty
deal with their concerns. He has to suppress who he is as a person and act “White” in order to
conform and reduce the discrimination while increasing his access to opportunities. It appeared
from their experiences that Whiteness remains prevalent.
It is important to note that not only does this sub-theme relate to CRT, it also related to
microaggressions and belongingness. In this study, PWIs use color-blind approaches to racerelated issues that are harmful to the students because they neglect issues of prejudice and
discrimination. By ignoring how Whiteness is seen in concepts and programs for
professionalism, the PWIs make belongingness even more difficult to achieve. The participants’
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PWIs have to be structured in ways that honor Black students’ distinct realities and challenges,
as well as provide learning opportunities and career development for African American students
to connect academic content to these realities. As a result, African American students develop a
keen sense of legitimacy and belonging at school that, in turn, help them recognize that academic
tasks fit with them (Palmer & Gasman, 2008). However, this is currently not true of participants’
PWIs, especially when advisors are insensitive to the unique racial backgrounds and identities of
students such as in the case of Elijah, and the case of Lamont who has had to accept being
disfavored over Whites because he is African American.
Studies show that African American students have the capabilities to develop a positive
sense of belonging when cultural values promoted in schools are compatible with the cultural
values that they bring with them to school (Gray et al., 2018). In the case of this study’s
participants, if their career development is based on Whiteness, then they will be challenged in
developing a positive sense of belonging that motivates academic achievement and performance.
Moreover, in the case of this study’s participants, Whiteness in professional development is both
a form of microaggression and discrimination.
African American students may perceive that their schools support their cultural
distinctiveness when educators (a) “counteract alienating ideological knowledge that obstructs
the right to be literate in one's own heritage” and (b) celebrate forms of self-expression, rather
than allowing derogation on the basis of students’ clothing, speech patterns, behaviors, and
developmental needs (Gray et al., 2018, p. 102). These supports are crucial especially since the
need to fit in and belong is a basic human motive that exists cross-culturally (Gray et al., 2018).
If career development is geared toward Whiteness, the cultural and self-expression of students of
color would be stifled. Rather, African American male students should be given adequate
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support so that they can be literate in the African American heritage and express themselves
freely according to that heritage. In relation to career development, understanding one’s heritage
and accepting it can allow the individual to maximize and realize his potentials. This happens
because he does not need to act “White” when around others of the same background, which in
turn, allows him to engage in personal development without fear of censure. According to
Super’s life-span model, one’s career development is connected to a person’s personal
development (Humphrey, 2007).
Some scholars assert that schools continue to function as mirrors of society at large and
replicate the sociopolitical inequities therein (Gray et al., 2018). Unfortunately, historically,
schools in the United States by design fail to cultivate the agency, strength, and skills of African
American students that are thus left underdeveloped. There are two important ways through
which PWIs can integrate the career developmental needs of African American students. First,
PWIs should provide African American students with the support and opportunities to thrive in
the sociocultural climate of the school as well as create non-racist policies and practices to help
these students adapt (Gray et al., 2018). These opportunities could include encouraging them to
create student organizations, non-exclusive, where they can showcase their talents and abilities.
Alternatively, predominantly white student organizations must be given a mandatory training on
the importance of diversity so that they can be more inclusive of students from all racial
backgrounds. Second, PWIs must be able to show African American students that even if racist
systems continue to exist and although these systems perpetuate racist interactions among
individuals, faculty, and staff support work with students to counteract the effects of racism.
PWIs must break away from the historical approach of seeking to transform African Americans
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into individuals who have assimilated to a culture of Whiteness, that is one of the most effective
vehicles in justifying the perpetual racial discrimination against African American students.
Theme 4. Participants Experience Peer Judgment and Lack of Understanding
Many of the participants are judged by their peers who do not seem to understand the
challenges that African American go through. In this study, participants share a common
experience of racism and racial discrimination. The oppression through racial discrimination as
experienced by this study’s participants may be analyzed using CRT. This is because CRT
challenges traditional paradigms, methods, texts, and separate discourses on race, gender, and
class, thereby highlighting the various ways through which social constructs intersect to impact
the participants (Yosso, 2005). Increasingly, CRT is applied to higher education in order to
investigate collegiate experiences of students of color, including African American students, to
make room for efforts to address deficit language and thinking associated with historically
marginalized populations (Buenavista et al., 2009; Delgado & Stefancic, 2017; Ladson-Billings,
1998).
From the perspective of CRT scholars, racism is endemic which means that it is
widespread and particular in American society (Delgado & Stefancic, 2017). It is racism that
leads to peer judgment against this study’s participants. Indeed, racism is prevalent, ordinary,
and non-aberrant among Americans. This is supported by the experiences of this study’s
participants where they are oppressed because of their race and experience the intersection of
various prejudices that overlap with racism. Second, CRT seeks to support the unique voice of
color (Delgado & Stefancic, 2017). In this regard, CRT is grounded upon qualitative,
experiential, and lived knowledge, as well as underpinned by the argument that even though not
all people of color experience racism identically, they are able to collectively speak about issues
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of racism that White people cannot adequately address (Lee, 2018). This is true of some of this
study’s participants who speak on behalf of African American male students as informed by their
unique racialized experiences. Specifically, the participants speak on behalf of African American
male students although they are not necessarily asked to do so. Instead, they feel the need to
speak up because if they do not, then nobody else will considering the animosity directed toward
them. Third, CRT can be used in the education sector to promote social justice (Cooper &
Hawkins, 2014). The CRT framework is founded on the eradication of all types of subordination
of people. Thus, CRT can be used in education activities to break down institutions that
perpetuate and maintain racist ideologies (Cooper & Hawkins, 2014). This includes
underrepresentation of African American students and faculty, as well as favoring Whites over
Blacks such that participants are compelled to accept this situation in order to gain access to
resources and opportunities not available to them. Fourth, scholars stand by the social
construction thesis of race as foundational for CRT scholarship and practice (Delgado &
Stefancic, 2017). The social construction thesis implies that race is a social construction. As
such, race is invented yet is “deeply embedded in our society and in our everyday actions with
the world” (Leonardo, 2009, p. 3). Because race is socially constructed, racialized oppression
will generate massive material consequences on minority communities (Leonardo, 2009).
However, the admirable thing about this study’s participants is that they continue to persist in
their education, looking for inner reservoirs of strength and motivation that allow them to
overcome barriers and challenges.
However, the participants’ peers cannot be coerced to refrain from their judgments or
strive hard to understand African American male students. Instead, the participants themselves
must seek avenues to form interpersonal relationships at the PWI as supported by the academic

157

institution. In addition to these, one way to provide a more supportive environment to African
American male students in PWIs, studies indicate that school and college counselors should
encourage African American students to actively participate in Black student organizations
(Guiffrida & Douthit, 2010). Getting in contact with a Black organization can introduce a new
African American student to others with the same values, principles, and struggles in life.
Making new friends in such an organization gives members a sense of purposeful belonging.
Participating in Black organizations allow students to connect with Black mentors and
help them to find a comfortable place to socialize, connect, and be themselves with other Black
students (Guiffrida & Douthit, 2010). Such a contact begins to fill some of the void left by
leaving the familiarity of home and being rejected by peers but this can also help students to
process feelings about identity and close relationships with people who have experienced similar
feelings and have found ways of reconciling these emotions. College counselors play important
roles here by providing expertise and insight regarding Black student college transition to
campus organizations. This type of expertise can also extend to residential life administration
and academic advising as well. Moreover, counselors can become change agents in PWIs where
insufficient attention has been given to establishing Black student organizations (Guiffrida &
Douthit, 2010). Counselors can help establish more organizations but also may assume faculty
adviser roles. From this viewpoint, counselors are acting as change agents at PWIs who can
lobby for sufficient resources and attention to attract, hire, and retain Black faculty and staff to
serve as role models and mentors to Black students in student organizations and in the classroom.
Theme 5: Resilience and Agency the Participants have and use on their Campuses
Participants showed in their interviews that they have remarkable resilience and agency
to deal with challenges in their career development due to being an African American male. For
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instance, Darnell says it is impossible for his school’s career services to prepare him for the
challenges as an African American male in career development. Because African American
students are only few, the PWI may find it unnecessary to invest in their career development.
Meanwhile, Aaron has long been uncomfortable at the PWI but he sets these feelings aside
because he wants to study in a good business school and take advantage of that school’s
resources.
Although scholars have often framed research in a way that shows African American
students to be at a deficit and to underachieve, increasingly, scholars and researchers look instead
at the resilience of these individuals (Kim & Hargrove, 2013). Past studies and scholarly
analyses have usually used the deficit-informed framework to address the question of how
African American students fare in school. This way, African American students are portrayed as
incapable, unintelligent, disadvantaged, and at-risk to fail at best (Kim & Hargrove, 2013).
Literature such as this feeds stereotypes that have been proven to negatively impact the academic
performance and self-efficacy of these students, as well as institutional programming and policy
strategies.
A welcome departure from the deficit-informed network focuses on successful Black
male achievers at PWIs, attesting that successful African American collegians serve as agents,
displaying strong self-efficacy and engagement (Kim & Hargrove,2013). They harness
tremendous resilience in their journey to success. This point of view emphasizes that African
American male students should not be limited to failure but rather, capable of success thanks to
their resiliency. Educational resiliency is the ability of students to succeed academically, despite
difficult and challenging life circumstances and risk factors that prevent them from succeeding
(Kim & Hargrove, 2013). Even if researchers and scholars may vary in how they define
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resiliency, a commonality in the definitions is that resilience is a process. Resilience is a
character trait driven by motivation to propel oneself forward in progress toward a given goal. A
resilient person has access to the critical resource needed. Thus, resilience is not only individual
personality trait but more of in-depth character that cannot be shot down. The participants look
for ways so that they can access the resources that they need, including, African American
mentors. The participants choose not to dwell on the shortcomings of the career center but
instead, see these as an opportunity to learn about what they have to do to achieve both academic
excellence and career ambitions. Moreover, despite being uncomfortable amid the judgment and
discrimination thrown their way, the participants continue to be determined to reach their career
aspirations.
For African American male students, resilience and agency must be protected. These
associated factors could be at the level of the individual, the family, and the social environment
(Kim & Hargrove, 2013). Protective factors are dispositional attributes, individual- and familylevel protective factors that an African American male student taps upon as defense against
adversity. Protective factors associated with the social environment exist mainly in schools and
neighborhoods where students may tap into the expertise of teachers or administrators and
supportive relationships with peers to foster resilience (Kim & Hargrove, 2013).
CRT-Influenced Career Model
Parks-Yancy (2012) acknowledges the systemic disadvantages of African American
students may encounter in college, such as unequal access to dominant social capital resources
compared to other racial communities. This was observed in the present study when it comes to
African American male students at PWI; as attested by this study’s participants, instructors
usually do not inform these students about job information or influence resources that are
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essential for future employment or entry into specialized training programs. According to Harper
(2012), the majority of African American students have not even experienced being asked about
what they need to successfully navigate their way to and through higher education. In
comparison, White students are not disadvantaged in these ways (Parks-Yancy, 2012).
Oftentimes, the social networks comprised of family and friends that African American
students have may not provide direct access to post-graduate employment for positions that
require degrees, internships, or other career opportunities that enable upward mobility, especially
among low-income or first-generation African American students (Parks-Yancy, 2012). While
family can serve as a critical source of emotional support through college and in career decision
making for African American students, family members may give career advice that is narrow
and may not focus on the different types of careers college graduates can pursue and how to
pursue these careers (Parks-Yancy, 2012). However, it must be emphasized that these do not
necessarily mean that parents and family members do not bring value to student career
development. For the participants in this study on African American males in PWIs, the value of
parents and family may simply look different. To recall, the first theme in this study is the
importance of parental support in career development. The value of parents for African
American students is supported by evidence. Liversage et al., (2018) studied the vectors of
identity development during the first year of African American first-generation students. The
researchers found that the Black first-generation students’ ability to remain connected to their
family as they forged new social connections in their schools allowed them to feel secure in their
exploration of new worldviews, relationships, and occupational considerations. This is seen in
the participants of this study on African American males in PWIs, many of whom had parents
who placed great value on education and supported them. Nevertheless, since African American
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students are disproportionately low income and first-gen, their networks look different and they
may have an enhanced need for institutional support structures. Unfortunately, those same
structures were not necessarily designed for them, so they leave a lot to be desired.
Thus, many African American students have managed to surmount sometimes with the
help of alternative resources. For example, researchers have found that African American
students of low-income attending HBCU received social capital resources from their professors
as well as other university personnel to improve academic experiences (Parks-Yancy, 2012).
These resources allowed African American students to navigate “educational bureaucracy, career
counseling, and mentoring regarding personal and professional areas of improvement” (ParksYancy, 2012, p. 511). HBCUs have been offering these resources to African American students
in ways that PWIs cannot replicate. The implication here is for PWIs to increase the number of
African American faculty members who are sensitive to the needs of African American students
in light of their disadvantages. Moreover, these PWIs can establish career services within
existing offices geared toward African American students and encourage unique student
organizations. Similarly, PWIs can also establish a mentoring program with upper-class students
and/or with alumni who share the identity of African American male students. These PWIs can
also provide networking opportunities with employers geared for Africana Studies majors, or for
Black students, or for first-gen students.
The experiences of first-generation African American students are slightly different,
according to a study conducted by Tate et al. (2015). Among these students, parents’ support is
highly important as this encourages them as they pursue their college degree and professional
career. Nevertheless, these students confirm the study findings by Parks-Yancy (2012), in saying
that some parents do not have adequate knowledge to offer them in navigating their college and
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career development process. However, these parents are typically supportive of their children’s
higher education (Liversage et al., 2018). For the participants in the study by Liversage et al.
(2018), being away from home and living in campus strengthened their relationships with their
parents. These were first-gen African American students who basked in the love at their homes
that contrasted with their sometimes unpleasant experiences in PWIs. For many of these
students, being away from home and getting exposed to new values and beliefs made them aware
of the values that their parents instilled in them. A positive development arising from these is
that the students gradually develop independence as they strive to succeed in their endeavors
away from home.
In addition to these, first-generation African American students believe that the work
harder while still in college than their White counterparts in order to achieve their career goals
especially since they do not have a professional network (Tate et al., 2015). These students may
be described by their high levels of motivation and persistence that allow them to finish college
and transition to their chosen careers. These students are aware of the disadvantages that affect
them, but they maintain attitudes of appreciativeness and no sense of entitlement, toward the
resources and opportunities to which they have access.
In light of the responses of participants in this study on African American male students
in PWIs, it cannot be overstated that they encounter racism and disparate treatment, thereby
impeding not only their academic success but also their career development. African
American men are particularly vulnerable to racism and disparate treatment but in spite of these,
their experiences are not well delineated in career development literature. When researchers have
focused on African Americans in career development modeling, African Americans are largely
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overlooked, or are treated as a monolithic group without delving into other identities, such as
gender (Cornileus, 2013).
The universal approach to understanding African Americans’ career development
experiences is problematic because such experiences are virtually invisible; to further exacerbate
matters, career development of Whites dominate studies. According to Cornileus (2013), there
are four repressive structures that constrain the career development of African
American men. These are (a) stereotypes attributed to African American men, (b) subjective and
disparate career development practices, (c) differentiated opportunities for the acquisition of
sociopolitical capital, and (d) changing priorities in workplace diversity. Of these four, the first
three are all highly relevant to this study’s findings and the fourth offers an excellent opportunity
for future research.
To recall, it was explained in the Introduction section of this paper that in college-tocareer transition, theorists have based their assumptions mostly on the experiences of middleclass White men. This is problematic because African American men, particularly those studying
in PWI, face a different set of challenges altogether. Along with this, it was also explained in the
Introduction section that the racialized experiences of African American men are rooted in the
absence of equal opportunity among students that, in turn, affect them as they transition to their
respective careers (Benjamin & CAE, 2016). The previous paragraph adds to this perspective,
indicating that there are other repressive structures aside from inequity, including, stereotypes.
Again, it must be pointed out that of these repressive structures, the most applicable to this study
on African American male students in PWIs, are stereotypes and disparate career development
practices.
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Stereotypes of African American male students are one of the most prominent repressive
structures in PWIs, serving as the basis for discrimination in their career development. The
participants experienced overwhelmingly negative characterizations of Black men, including
being asked for a second ID. This stereotyping occurs all throughout the PWIs, perpetrated by
their White peers as well as those in superior positions, such as instructors and career center
staff, who had power to affect their career development. For instance, the second ID is a form of
racial discrimination emerging from the stereotype of Black males being a problem, violent, or
non-human, and/or placeless (Jenkins et al., 2021). When an African American male student is
stereotyped in the form of a second ID, that student cannot fully focus on his career
development. An African American male student in PWI can also be gender-stereotyped
resulting in stress and low self-esteem that also reduces focus on career development (Wade,
1996). Such a student will also tend to isolate himself, jeopardizing his opportunities to network,
seek a mentor, and lose a sense of belongingness.
The second repressive structure are subjective and disparate career development
practices, including PWIs’ policies or practices in career centers. Participants have revealed
approaches and practices in classrooms and career centers that constrain positive career
development for African American male students in PWIs. White students are favored in
classrooms, and ideas of professionalism in career centers are aligned with Whiteness. Moreover,
student groups in PWIs are racially homogenous. Considering that Whites have larger networks
and stronger ties with school authorities, African American male students should be able to
access opportunities that are oftentimes available only to Whites in order to achieve the desired
career development (Parks-Yancy 2006). African American male students should be able to
harness strategies that allow them to negotiate the impact of racism on their career development
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so that they can attain their desired career. Alternatively, PWIs should build structures
specifically for Black and African American students to uniquely support their development.
There are three facilitative structures that can help African American male students in
PWIs address restrictive structures. These are (a) the ability to build and leverage key
relationships, (b) bicultural strategies, and (c) self-efficacy and personal agency. However, these
do not necessarily mean to say that the onus should be exclusively on the part of the student but
instead, students can play key roles in their career development. The first facilitative structure is
the ability to build and leverage key relationships (Cornelius, 2013). These key relationships can
help African American male students in PWI navigate around the destructive impacts of racism
on their career development. Examples of these relationships are with their family, mentors, and
other African American role models – including Black male role models and public figures.
Through these relationships, the African American male students in PWIs can establish their
identities, further develop their agency, define their value systems, and garner support and
guidance to navigate their career development. In turn, PWIs should establish programs and
provide opportunities that help African American male students develop their unique identities.
Examples of these are mentoring programs and encouragement of student organizations
underpinned by the unique African American identity.
Secondly, this study’s participants can learn bicultural strategies so that they can deal
with the double consciousness of living in two life worlds: one that is Afrocentric and the other
in the White-dominated PWIs. An example of a bicultural strategy is to use student
organizations. Through these student groups, African American male students in PWIs can
exchange information with each other to help in their career development. This narrative shaping
of transitional discontinuities engenders meaning that bridges the separation, reduces confusion,
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and resolves doubt. The reward for looking at the past to construct a story about the present is the
ability to move forward into the future. In a way, this theory can address race if relevant,
addressing opportunities and alternative available to an individual and the decisions that they
have to make. Here, Cochran’s (1997) Narrative Theory helps. Narrative theory would
emphasize the participants’ personal stories to shed light on the appropriate career interventions
so that the participants can make meaning of their past, present, and perspective/future
experience, including experiences of discrimination and microaggressions. In this regard, PWIs
can establish career counseling for African American male students so that the latter can discern
their purpose. Moreover, PWIs must encourage social networks that engage African American
male students so that they can develop healthy cultural scripts about their gender, race, ethnicity,
and class that inform their self-concepts. Given the purpose of this study, narrative theory that
emphasize counternarratives in career development are more consistent with Afrocentric values.
Equally important, PWIs can harness the narrative paradigm for constructivist career
counseling so that participants can self-enhance and use their counternarratives for career
development. Constructivist career development at PWIs help identify alternative choices for
African American male students so that they can develop career-wise at the same pace as their
White counterparts.
The third facilitative structure is personal agency. Agency and resilience comprise a
major theme in this study. Agency and resilience are the building blocks of career development
and drivers of successful college-to-career transition. Personal agency allows the participants to
be active agents in shaping their career development. It cannot be emphasized enough that most
of the participants believe in themselves and refuse to be defined or limited by the negative
stereotypes attributed to African American men. They also understand their capacity to act to
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change their circumstances and achieve the career development for which they aspire. The
following Recommendations would support this CRT-Influenced Career Model. Despite the
personal agency of the participants of this study, PWIs must, most importantly, do their part.
Indeed, PWIs can build structures that decrease the need for constant resilience so that students
can focus their energies on other things, such as making meaning of their experiences and their
career development. As mentioned earlier, the best way to help students to recognize the value of
their experience can be explained by Narrative Theory to better acknowledge and prioritize skills
like resilience in hiring instead of more traditional forms of professionalism.
Recommendations
The following are recommendations for practice and areas for future research discerned
through this study.
Recommendations for Practice
The following are recommendations for administrators and educators at PWIs.
School Policies and Environmental Factors
In order to promote a more inclusive school-to-work-transition environment, PWIs
should:
•

identify current school policies and environmental factors that (a) serve as barriers to
African American male students’ sense of belonging and (b) promotes racial
discrimination and microaggression. These kinds of policies can isolate Black
students, causing them to become distracted by socio-cultural issues in their schools.
As a result, their focus is taken away from the goal of transitioning into their career of
choice;
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•

improve current policies to penalize racial discrimination and microaggression
perpetrated by faculty members and students;

•

increase the number of African American professors, who in turn, can become
mentors of Black students as they search for career paths; and

•

increase the number of minority staff in career centers, as well as provide tools to
make career center staff members understand the unique needs of Black students.

Underrepresentation of Black Career Center Staff
To provide a more supportive environment for African American male students at a PWI,
career centers should:
•

have a more diverse staff

•

provide mandatory training to their staff members concerning the provision of career
counseling to Black students and

•

collaborate with other career centers in other schools so that staffs know about the
racialized experiences of Black students and avoid committing the same.

Career Development Programs
It is recommended that PWIs:
•

Implement career development programs that target the academic achievement of
African American male students to prepare them for their chosen careers.

•

Career development help should be administered by African American professionals
or even non-Black professionals who have nonetheless been exposed to cultural
awareness regarding the racialized experiences of the said students.

•

Take into account people and their culture and the things that make African American
male students different in their career development needs and belongingness.
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Limitations and Future Areas of Research
This study did not investigate the relationships between intersecting factors but rather,
studied the racialized identity and racialized experiences that influence the career development of
African American men undergraduate students at a PWI.
There are several areas for future research as identified in this study. First, as results
revealed experiences of microaggressions and peer judgment in college, research must examine
the broader experiences of African American male students at PWIs, rather than focusing
specifically on experiences with the career center, to understand how African American men
identify and reach their chosen career. Such a study could be qualitative in nature, to build theory
based on the counternarratives of these students’ experiences. Additionally, it was mentioned in
Chapter 6 of this study that the experiences of the participants in this study do not fit with current
theories in career development literature. Therefore, conducting a study with an eye toward
theory-building can potentially provide useful insight not only for African American male
students at the PWI but also PWI administrators. Generally, school administrators seek to
develop students in the best ways possible. However, for African American students in PWIs,
this has not been possible. Tenets of CRT help explain the struggles that such students
experience but solutions are elusive. Consequently, studying this topic further is needed to create
career development theories that include and better acknowledge the unique experiences of
African American men college students.
Additionally, more research should be conducted on career centers at PWIs to determine
how staff can best meet the unique career development needs of African American male students
who have equally unique racialized experiences. Future studies can also explore the experiences
of career center staff members in working with African American male students, or determine
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how HBCUs’ practices in terms of career centers can be applied to PWIs. Doing so helps
identify doors of opportunity for the career development of African American students at PWIs.
Meeting the unique career development needs of such students is a way of nurturing their career
aspirations.
Conclusion
This study sought to analyze and determine the influence of racialized experiences and
racial identity on the career development of African American men in PWIs. Focus in this study
has been on the ways that these racialized experiences can potentially shape the career
development of African American men college students as they transition from college to their
chosen career path. This study sought to answer this research question: How do racialized
identity and racialized experiences influence the career development of African American men
undergraduate students at a PWI? The qualitative method was used for this study, with emphasis
on the counternarratives of 12 participants recruited from different PWIs.
To answer the research question, it has become evident that racialized identity and
experiences of the participants are barriers to career development. The negative race-based
experiences of the participants were in many forms, including; White privilege, stereotyping,
microaggressions, and exclusion from activities in school including classrooms. The participants’
counternarratives highlighted two tenets of CRT that applied to the racial discrimination that
they experienced in classrooms, career centers, and among their non-Black peers. Unfortunately,
as one of the participants in this study says, change is slow in coming. This is because racism is
well-entrenched in the PWIs where participants studied. The participants are burdened with
marginalization and at the same time are also burdened with speaking out for their own behalf
despite being underrepresented. One of the strengths of this study is that from the context of
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career development, devoted time and resources to learn the perspectives of students and validate
their experiences. At this point in time, finding solutions to the challenges that the participants
experienced is beyond the scope of this study. Nevertheless, the resilience of the participants in
dealing with their problems is immensely admirable and speaks volumes about their desire to
fulfill their aspirations regardless of the challenges that they encounter in PWIs.
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APPENDIX A. CODEBOOK
PARTICIPANT 1
Category of
Interview
Questions
Career
Aspirations

Statement

Attribute Coding

Descriptive
Coding

Pattern
Coding/Theme

“My parents got me and my
sister involved in
community programs that
strengthen our connection to
the African American
community, while helping
us gain leadership skills.

Felton
Junior

Inspired by
parent/parents

Parental Support

Pursuit of
leadership –
gendered
norms

Breaking gendered
norms

mid-sized private
institution

I wanted to do something
where I was the leader. I
like speaking in public and
was a member of my
school’s debate team. The
community programs I
participate in give me an
opportunity to speak and
help my community while
doing it. That’s how I
decided to major in Political
Science. I’ve been thinking
about law school or business
school, and then getting
involved in local politics. I
volunteer and go door-todoor to get out the vote.”

Career
Development at
PWI

“Because of the COVID, I
am doing a remote unpaid
internship for a state
assemblyperson. It is related
to my degree. It’s not how I
thought I would be doing an
internship, but I get credit
for it and it will go on my
resume.

Felton

Currently
working

Community spaces
fostering career
interests

Statement

Attribute Coding

Descriptive
Coding

Pattern
Coding/Theme

“My career advisor is
assigned to me by major. He
is a white male. He is very
accessible and has been a
great help. He is also
sensitive to cultural
differences. He also hosts
programs and speakers who
are related to my degree.

Felton

Satisfaction
with school’s
career
services

Importance of
supportive
faculty/staff (even
if no shared racial
identity)
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Socialization &
Experiences at
PWI

There are a few
recognizable African
American males here who
are leaders. They are very
prominent and people know
who they are. As soon as I
mention my school to
people, they’ll ask me if I
know some of these leaders.
Everybody knows them and
I feel like if I had a problem
here, I could go to them.

Importance of
Black
leadership/me
ntors

Black public leader
fostering career

Yes. I have African
American mentors of both
genders. We haven’t talked
much about my career yet. I
usually go to them to get
their views on political
issues from an African
American perspective. Our
curriculum here is very
European. Unless you have
an African American
professor, you’ll rarely have
a discussion or reading
requirement from an African
American author.

Eurocentric
career
development
models

Niggerization in
higher education.

Statement

Attribute Coding

Descriptive
Coding

Pattern
Coding/Theme

There are a couple of other
student groups and one is
for black men only. I get
why that group works, but to
me it seems it’s about
dressing nice and talking
proper, so that white people
will respect you. It’s like the
group is seeking white
approval

Felton

Seeking
White
approval,
seeking
belonging

Absence of
representation in
campus spaces
(with potential
implications for
belonging
development)

Whenever I was faced with
the view that I cannot be
able to do something
because of my race, I felt
motivated. I don’t like the
race card that people talk
about, but I am aware of
what I represent.

Racism is
pervasive in
PWIs.

Resilience and
agency

For example, President
Barack Obama is somebody
I look up to and part of the
reason I strive for to be in

Motivation,
inspiration

Black public leader
fostering career
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leadership. He is an example
that helps destroy
predominant notions about
African Americans. Some
white people couldn’t
handle that and we got
Trump
Some professors show a
lack of sensitivity to black
students. I don’t know how
true it is, but a classmate
heard that a professor kept
asking a student where she
was from after he couldn’t
pronounce her name. But for
me, as an African American
male, people will come up
to you to ask if you need
help, like you don’t belong
here. I remember coming
from the rec center and
having security ask me for
my ID. I think this is
common for all African
American men everywhere.
Reflections,
Transition
Experiences

Racist
policing at
PWI, second
ID for blacks

CRT: imbalance
between power,
race, and racism

Statement

Attribute Coding

Descriptive
Coding

Pattern
Coding/Theme

But some professors show a
lack of sensitivity to black
students. I don’t know how
true it is, but a classmate
heard that a professor kept
asking a student where she
was from after he couldn’t
pronounce her name. But for
me, as an African American
male, people will come up
to you to ask if you need
help, like you don’t belong
here. I remember coming
from the rec center and
having security ask me for
my ID. I think this is
common for all African
American men everywhere.

Felton

Racial
discriminatio
n

Ideas of
professionalism
aligning with
whiteness (strong
ties to CRT ideas)

Recognizes
importance of
African
American
male
leadership

African American
masculinity

I learned how important it is
for me to see African
American men in positions
of leadership and authority.
I wish it was more common
to see. When I do see it, I
get a sense of pride.
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I would like to build a
strong network and I think
getting into a top graduate
school or law school will be
key to that. It’s who you
know...

Motivation to
succeed

191

Resilience and
agency

PARTICIPANT 2
Category of
Interview
Questions

Statement

Attribute Coding

Descriptive
Coding

Pattern
Coding/Theme

Descriptive
Coding
Racial issues in
community

Pattern
Coding/Theme
Racial
discrimination
in community

Lifespan Career
Development
Model

Personal and
environmental
factors in
career
development

Participant 2
Bilal
22-year-old student
from Boston
large public
institution
Career
Aspirations

Statement

Attribute Coding

Boston is nice but there has
always been a problem with
race here, since before I was
born…In Boston, you are
always aware that you’re
Black. Most people don’t
know what I am, as far as my
background. But I can still
remember a time when we
were called niggers, when me
and my dad were out at one of
those wholesale stores
shopping. It wasn’t
confrontational. The woman
said it in passing. She was an
old lady, and I was like “Dad.
Did she just say what I thought
she said?” He kinda shrugged
it off and we kept on with our
shopping. My dad is a smart
man, but she just felt a need to
call us a slur.
“I was always told that I could
be anything I wanted to be, and
I believed it. But I wanted to
be like my dad [history
professor]. Everybody would
come to him when they had a
question and he always had the
answer. I wanted to be like
that, but I didn’t think that I
wanted to be a professor. I just
wanted to be smart like my
dad...I guess that is why I
started to like reading. I mean,
I read all the time...especially
books by Black writers.
Sometimes with being biracial
you feel like you have to prove
how Black you are to people.
Learning everything I could
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about black history (and
Jewish history) is something
that is very important to me.
I want to teach Africana
Studies, so I am majoring in
Africana Studies & History.
This is just something I always
enjoyed. Also, Black history is
something that is not taught
much. For me, I didn’t have to
seek this out. It was instilled in
me as I was growing up. That
is how I got to this
major...although I was
considering Sociology at one
time when I couldn’t make up
my mind. I’m happy with
Africana Studies & History,
since sociology is part of the
major
Career
Development at
PWI

Pride in African
American history

Parental
support

Descriptive
Coding

Pattern
Coding/Theme

“We have career coaches at my
school, and it is a big staff. My
coach is African American and
male…My coach was excellent
and always looked out for me.
He tried to get me a mentor.
And there were resources that
were available to people who
were black, Asian, LGBT, and
other groups. He also gave me
a space to speak freely. And I
always felt heard with him
when we had our meetings.

Satisfaction with
his school’s
career services

Importance of
supportive
faculty/staff
(even if no
shared racial
identity)

I am very lucky to have some
great professors in my major. I
can go to them about anything.
Also, my fraternity has a large
network that is always helpful.
As for the gender, most of my
professors are women, but
there are two male professors
who everybody loves. One of
these professors is who I am
working with to do some
research. I will definitely count
on him to be a reference.

Sense of
belonging

Importance of
supportive
faculty/staff
(even if no
shared racial
identity)

I wouldn’t say that they
prepared me, but they did have
resources to prepare me for

Career services
helped prepare
for future career

Importance of
supportive
faculty/staff

Statement

Attribute Coding
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challenges I may face in my
career. I also think that my
understanding what it is to be
black requires that I prepare
myself. Malcolm X did say
that the future belongs to those
who prepare for it today.
Socialization
and
Experiences at
PWI

Statement

(even if no
shared racial
identity)

Attribute Coding

Descriptive
Coding

Pattern
Coding/Theme

Microaggressions

Peer
judgment/lack
of
understanding

Descriptive
Coding

Pattern
Coding/Theme

I am not sure. I think it is
important to have Black role
models. My dad and the school
provided me with these role
models. I think that we (Black
males) have to work a little bit
harder to seek them out. We
also have to take on roles as
leaders at our schools to make
sure that our voices are heard.

African
American role
model, proving
oneself

the incredible
resilience and
agency these
men have and
use on their
campuses

You have to do extra and work
twice as hard. Sometimes
people only see you as your

Racism

Ideas of
professionalism
aligning with

Microaggressions are common.
I show that I am educated and
motivated, yet still one belittles
you with the “where are you
from” or mistaking me for
being Hispanic. When they
find out that I am black, they
get a little uncomfortable. It
happens all the time, and you
just smile and accept it. It
doesn’t make me feel good...in
a way it is my motivation.
But even the act professional
message we get is about being
like everyone else, when they
say everyone else it means
being white.
When I mentioned in class that
I was an Africana Studies
major, I was asked questions
about it like it wasn’t a real
major. I was definitely mad
when that happened. It was
disrespectful.
Reflections,
Transition
Experiences

Statement

Attribute Coding
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race and not who you are and
not for where you want to go
in your future.

whiteness
(strong ties to
CRT ideas).
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PARTICIPANT 3
Category of
Interview
Questions

Statement

Attribute Coding

Descriptive
Coding

Pattern
Coding/Theme

Descriptive
Coding
Motivation to
succeed

Pattern
Coding/Theme

Motivation to
succeed

Community
spaces
fostering career
interests

Participant 3
Lamont
a 23-year-old
student from
mid-sized public
academic
institution
Career
Aspirations

Statement

Attribute Coding

I wanted to be a business man
so I could take care of my
mother and brothers. I wanted
to own my own business so I
didn’t have to work for
nobody. I tried to do this when
I was in high school by selling
my own t-shirts. First, I did it
out on the boardwalk, then I
learned about how to sell on
Zazzle on the internet. I
learned a little bit about
running a business, and I
enjoyed selling things.
Looking to the future I don’t
want to be working for
someone else, when I know
what it takes. What I mean is
that I want to be my own boss,
even if I have to see hot dogs
on a truck.
When I came to an Open
House at my school, I went up
to one of the speakers and
asked them what they would
suggest for somebody who
wanted to start their own
business. She mentioned that I
might want to think about
getting an M.B.A. From what
I was reading, an Economic
major was a good way to get
into an M.B.A. program.
Some M.B.A. programs have a
focus on being an
entrepreneur...this seemed to
be something like I wanted. I
will graduate with a degree in
Economics and I am applying
to M.B.A programs. If I have
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to wait, I will try to get a job
in financial services. Those
companies like people with
degrees in Economics.
Career
Development
at PWI

Socialization
and
Experiences
at PWI

Statement

Descriptive
Coding

Pattern
Coding/Theme

My career advisor is a white
woman. She is nice and she
started the pathways program.
But sometimes she suggests
things that I know aren’t for
me. Like one time, when we
were going over LinkedIn she
said to start reaching out to
family connections. Many of
my family connections ain’t
using LinkedIn. This would
probably be a time for
connecting me to an alum...a
black alum. It’s support...but
the support could be more
aware for people who don’t fit
what they are used to working
with.

Inadequate
support

Importance of
supportive
faculty/staff
(even if no
shared racial
identity)

A lot of times I have to find
my own role models. I have
talked to some of the alumni
who started their own
businesses...they were white
but you could tell that they
weren’t comfortable talking to
a black student. I can’t put it
in words, but they would
fidget and not look at you. I
could just tell.

Microaggressions

Ideas of
professionalism
aligning with
whiteness
(strong ties to
CRT ideas).

Descriptive
Coding

Pattern
Coding/Theme

Race-related
conflict

Peer
judgment/lack
of
understanding

Statement

Attribute Coding

Attribute Coding

We had a few issues on
campus that involved race.
Just from conversations in
class, I have to shake my head.
when some people don’t
experience things in your own
shoes, they lack the ability to
take a second and at least
acknowledge someone else’s
perspective. It usually
becomes a debate on if your
point is really valid and are
your experiences warranted.
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It’s interesting. It’s a constant
battle.

Reflections,
Transition
Experiences

Actively sought out Black
students. Yes, you have to or
you can go crazy. Some of the
white students are more bold
in their racism and I don’t
think most of the white
leadership and faculty are
prepared to handle it. They put
out statements, but what does
that do?

Race-based
conflicts

Peer
judgment/lack
of
understanding

Mentor: there is one professor
who I have only had one class
with, but he is someone that I
can go to with my concerns.
He has introduced me to a
couple of people who have
small businesses. One has a
catering business and the other
has a business where he and a
friend do landscaping.

Mentors are
important

Importance of
supportive
faculty/staff
(even if no
shared racial
identity)

Descriptive
Coding

Pattern
Coding/Theme

Despite my reservation
regarding how well the career
development opportunities are
suited in addressing my needs
as a Black man, I have to
acknowledge that it has
expanded my view of what is
possible. There are
opportunities that I did not
consider possible to attain
growing up but now, I do
believe with determination and
hard work I can better position
myself to become my own
boss.

Motivation to
succeed

the incredible
resilience and
agency these
men have and
use on their
campuses

The inclination of the society
towards favoring the whites
and disfavoring the blacks and
other people. Everything we
do is for white people. So a lot
of times many blacks conform
to the system to operate in
such an environment.
Conforming seems to reduce
the discrimination that we
experience. It doesn’t give you

Conforming to a
White society

Ideas of
professionalism
aligning with
whiteness
(strong ties to
CRT ideas).

Statement

Attribute Coding
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full access to opportunities,
but you do have access.
I want to pursue a graduate
degree. But I know I will be
proving that I can do it for the
rest of my life, as there will be
people that will always
question my background and
where I come from because I
am not white. Why should I
have to prove myself when I
have the same credentials as a
white person? I don’t know. It
is tough, but I will do what I
have to do. I have the
toughness in me.

Struggle against
dominant White
ideology
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White privilege
in schools

PARTICIPANT 4
Category of
Interview
Questions

Statement

Attribute Coding

Descriptive
Coding

Pattern
Coding/Theme

Descriptive
Coding
Racial
discrimination,
have to prove
oneself

Pattern
Coding/Theme
Ideas of
professionalism
aligning with
whiteness (strong
ties to CRT ideas).

Black role
models

Black public leader
fostering career

Descriptive
Coding

Pattern
Coding/Theme

Microaggressions

Ideas of
professionalism
aligning with
whiteness (strong
ties to CRT ideas).

Participant 4
James
22-year-old
student from
large public
institution
Career
Aspirations

Statement

Attribute Coding

Although I thought I was good
enough to play professional
basketball, growing up with my
dad as a doctor motivated me to
also follow his example. Even
though he is a successful
African American doctor and
working in a mixed race
setting; he still has to deal with
discrimination, sometimes from
the patients and other
healthcare personnel. We are
always told to work hard to
prove ourselves to racists...but
why?
Successful African Americans
have been a positive influence
to me. One person I think of is
Ben Carson. He is not well
regarded due to his association
with Trump, but his book
Gifted Hands was encouraging.
I also like the book, The Pact,
about the three doctors from
your school who made a pact to
become doctors. I want to be
like that and strive to trace this
path to a successful future,
despite some obstacles that I
may face as a result of being a
Black man.
Career
Development
at PWI

Statement

Attribute Coding

On one occasion my advisor
failed to show up for an
appointment and did not bother
to give any reason why she did
that. Just from talking to some
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of my other friends, sometimes
we feel left out. If you go to the
career site, you will see that
they lump us all together as
people of color. They don’t
consider issues that the Black
students raise. It’s not bad, but
they could do more.
Socialization
& Experiences
at PWI

Reflections,
Transition
Experiences

Statement

Descriptive
Coding

Pattern
Coding/Theme

There have been hundreds of
racist incidents and the school
is doing very little. Earlier this
year, alumni complained about
the leaders and suggested
changes. The school did
nothing. They have town halls
where black students express
concerns and it’s been going on
for years. We bring the same
complaints.

Racial conflicts

Peer judgment/lack
of understanding

As an African American male, I
know I am seen as a threat. I’ve
had a class where a professor is
always looking at me when a
subject that has to do with
Black people comes up. It is so
frustrating. Then when you
bring up the issue with friends
who are not black, they act like
I’m making a big deal over
nothing, or they don’t believe
me. This is when I go to talk to
people I am comfortable with.

Microaggressions

I take notice of the offices that
have an African American staff
member. When I see that
person I introduce myself so
that I can be known to them,
because I know at some point
they will be willing to listen to
me with certain concerns.

Seeking
relationships with
African
Americans

Peer judgment/lack
of understanding

Descriptive
Coding

Pattern
Coding/Theme

Seeking
mentorship from
African
Americans

Absence of
representation in
campus spaces
(with potential
implications for

Statement

Attribute Coding

Attribute Coding

I haven’t had an African
American professor for a class,
but I know the African
American professors in an
informal capacity. They are a
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part of my network and I do
seek them out for career advice.

belonging
development)

PARTICIPANT 5
Category of
Interview
Questions

Statement

Attribute Coding

Descriptive
Coding

Pattern
Coding/Theme

Attribute Coding

Descriptive
Coding
Uncertain about
career

Pattern
Coding/Theme
Community spaces
fostering career
interests

Attribute Coding

Descriptive
Coding

Pattern
Coding/Theme

Limited choice in
career advice

Importance of
supportive
faculty/staff (even if
no shared racial
identity)

Descriptive
Coding

Pattern
Coding/Theme

Motivation to
succeed

Ideas of
professionalism
aligning with

Darnell
18-year-old
sophomore from
small private
college
Career
Aspirations

Statement
I didn’t know what I wanted to do
when I was little. I don’t fully
know what I want to do now.
Physical fitness, martial arts and
sports have been something that I
liked and was good at. So I am
majoring in Sports
Administration, but also thinking
about getting a certificate in
Personal Fitness. There are going
to be a lot of out of shape people
trying to get back into shape
because of the panorama
[pandemic].

Career
Development
at PWI

Statement
I went to the career center to help
me with my resume and my
LinkedIn profile. We’ve been
doing virtual meetings because
the career advisor is also your
academic advisor, so we have to
meet them. It’s not really a
choice.
We have an advisor who does
both. My advisor is a white
woman. I don’t think there is a
black person on the staff. They’re
all white.

Socialization
& Experiences
at PWI

Statement

Attribute Coding

I must admit that I never thought
about racial discrimination and
especially the view that my being
an African American could make
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it difficult for me to get certain
jobs. I am determined to
disapprove of such perceptions.

whiteness (strong
ties to CRT ideas).

I have a mentor but he is not
associated with my school. Before
the panorama [pandemic] I met
this professor from another school
in the area, who teaches sports
administration. We have kept in
touch by text and some Zoom
calls. Everybody is using Zoom.
Reflections,
Transition
Experiences

Statement

Attribute Coding

There is no way they could do
that [career services prepare him
for the challenges you may face
as an African American male in
your career development].
They may make some changes
given everything that is going on
with Black Lives Matter, but they
might want to think about hiring
someone who is experienced with
what some people go through.
But we are just a small part of the
school. They might not think it is
necessary. I want to say this -- it
is not like I don’t know about
challenges I will face. All I can
do is keep trying to better myself.
But the challenges are going to
always be there and I have to
know that and how to respond, so
that I don’t bring myself down.

203

Importance of
mentorship by
African American

Absence of
representation in
campus spaces
(with potential
implications for
belonging
development)

Descriptive
Coding

Pattern
Coding/Theme

Motivation to
succeed.

the incredible
resilience and
agency these men
have and use on
their campuses

PARTICIPANT 6
Category of
Interview
Questions

Statement

Attribute Coding

Descriptive
Coding

Pattern
Coding/Theme

Descriptive
Coding
Inspired by parent

Pattern
Coding/Theme
Parental Support

Motivation to
succeed as an
African American

Community spaces
fostering career
interests

Descriptive
Coding

Pattern
Coding/Theme

Positive
experience with
career center

Importance of
supportive
faculty/staff (even if
no shared racial
identity)

Hasan
19-year-old
sophomore
a small-sized public
institution
Career
Aspirations

Statement

Attribute Coding

I used to have this little
chalkboard when I was a kid. I
think from that moment I knew
that I wanted to be a teacher. My
mom is a teacher and her mom,
my grandmother is also a
teacher, so I thought it was
natural for me to be a teacher. I
came to this school to study
education and to be a teacher. It's
something that was instilled in
me since I was a kid.
It's something that my family
does. And I'm going to continue
our Legacy as a family of
educators. I am also aware that
teaching was overpopulated by
white women teachers. I have a
responsibility to eliminate the
notion that Black men are not
going into the teaching
profession.
Career
Development at
PWI

Statement

Attribute Coding

The career center does a good
job of preparing you. sometimes
I think it is the majors that you
choose. They have more
resources for certain majors.
And sometimes you have to look
outside of the career center for
additional resources. But overall
my experience has been fine
working with the careers Center.
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Socialization &
Experiences at
PWI

Reflections,
Transition
Experiences

Statement

Descriptive
Coding

Pattern
Coding/Theme

These past couple of years have
been rough. Like, I am involved
in the gospel choir and during a
prayer one night a lot of us were
exhausted from all that is going
on. It is hard to be a student
when you’re dealing with
family, and studying and then
you see all of these Black people
being killed and nobody is
taking it seriously. It is hard to
learn when you’re feeling angry,
tired and frustrated all the time.

Frustration

Resilience/Agency

It looks like there are more
African American women on
campus and some of the student
groups are mostly for the
women, but there are activities
and events all the time. We had
events for Black Lives Matter
and it was for the entire campus.
It was attended by a mixture of
students from different
backgrounds.

School activities
support African
Americans

Absence of
representation in
campus spaces
(with potential
implications for
belonging
development)

Yes I have had AfricanAmerican professors at the
school. Not necessarily for
classes. But I had them or met
them at some of the events of
four black students and racial
progress.

Lack of Black
professors

Importance of
supportive
faculty/staff (even if
no shared racial
identity)

Descriptive
Coding

Pattern
Coding/Theme

Different
standards imposed
on African
American
students

Educational and
opportunities have
been linked to the
successful
enactment of
traditional White
masculine roles

Statement

Attribute Coding

Attribute Coding

My experience has taught me
that as an African American
male I am supposed to do over
and above the expectations for
me to be recognized and
appreciated. It seems there is a
different standard that has been
set based on my identity as an
African American male. It is
frustrating but also motivating in
some ways. It's also very subtle
and a lot of times unspoken. But
you know how you get a sense
that your race is influencing how
people react to you.
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I must admit that the career
development opportunities
offered in my institution have
been instrumental in the way I
view the future. I have been able
to take the information I have
learned and tailored it to my
needs and my aspirations and I
now know exactly what I need to
do to achieve my future
ambitions.

Frustration,
Motivation to
succeed as
African American
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the incredible
resilience and
agency these men
have and use on
their campuses

PARTICIPANT 7
Category of
Interview
Questions

Statement

Attribute Coding

Descriptive
Coding

Pattern
Coding/Theme

Descriptive
Coding
Parental
inspiration

Pattern
Coding/Theme
Parental support

Motivation to
succeed

Parental support

Descriptive
Coding

Pattern
Coding/Theme

Not much use
of career
services

Importance of
supportive
faculty/staff (even if
no shared racial
identity)

Descriptive
Coding

Pattern
Coding/Theme

Racial
discrimination

Peer judgment/lack
of understanding

Kenan
19-year-old
sophomore from
large public
university in Santa
Barbara.
Career
Aspirations

Statement

Attribute Coding

When I was growing up I
wanted to be involved in helping
people. Maybe I get that part
from my mother since she works
at a nonprofit for homeless
people. she and my dad do a lot
to make sure that some of the
less fortunate people have food
to eat. So he donate leftover
foods to my mother's
organization it's only work
together. I want to do something
where I am helping people like
they do.
I'm undecided right now as far as
a major. But I am leaning toward
social work. it will allow me to
help people in my community.
Both my parents work to help
people and I would like to
continue to do that in my career.
Career
Development at
PWI

Statement

Attribute Coding

I had to go as part of a freshman
course, and they were able to
help me with my resume.

Socialization
and
Experiences at
PWI

Statement

Attribute Coding

When we were on campus it was
like everywhere else. I have
friends that are from different
backgrounds. However, we have
had incidents that were
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considered bias incidents. There
are also these social media
groups where people feel more
empowered to express racists
attitudes. I never thought about
this in terms of being an African
American man. I think of the
experience as a black person, not
male or female.
Reflections,
Transition
Experiences

Statement

Attribute Coding

Descriptive
Coding

Pattern
Coding/Theme

My experience has been limited.
But we ask our friends their
opinion on things like the career
center. A lot of my friends say
that the counselors are sensitive
to cultural differences, but treat
everyone the same. They don’t
acknowledge any differences or
experiences we might have from
being African American. To be
honest, I don’t expect my
advisor to do this, especially if
they are not African American.

Limited
engagement
with career
services

Importance of
supportive
faculty/staff (even if
no shared racial
identity)

People here have stereotypes
about all kinds of people. It’s
kinda funny. Like I how because
I am tall, people thought I
excelled in sports.

African
Americans
stereotyped as
interested in
sports
Limited
engagement
with career
services

Gendered
masculinity

I don’t think they took my
interest in social work seriously.
I also think that you have to do a
lot of the work. A career center
is just one resource, and they
give you tips on other resources.
The resource that is most useful
is being able to talk to black
alumni who are working, and
ask them about they’re
experience.
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Importance of
supportive
faculty/staff (even if
no shared racial
identity)

PARTICIPANT 8
Category of
Interview
Questions

Statement

Attribute Coding

Descriptive
Coding

Pattern
Coding/Theme

Descriptive
Coding

Pattern
Coding/Theme

Pursuing a career
he loves

Community spaces
fostering career
interests

Descriptive
Coding

Pattern
Coding/Theme

Racial
discrimination,
microaggressions

Peer judgment/lack
of understanding

Isaiah
20-year-old junior
one of the largest private
universities in the United
States
Career
Aspirations

Statement

Attribute Coding

I thought I might be a
driver growing up and
as I remember things,
I enjoyed going with
my father on rides,
even to accompany
him to work. Cars and
the highway is what I
loved...still do. But I
don’t want to be a
driver anymore...
I am studying urban
engineering. It’s kind
of like being a driver
as you study roads
and their design.
Since I liked driving
and the road it was a
good fit for me. I also
did a lot of drawing in
high school, and I get
to use my background
in drawing to design
cities.
Career
Development
at PWI

Statement

Attribute Coding

My school is a PWI,
but I didn’t consider
that at all when
transferring. I looked
at reputation and a
school with a good
reputation will get
your foot in the doors.
I also thought about
opportunities to meet
other people like me.
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This doesn’t mean I
wasn’t aware that
there could be issues
at the school. I believe
that I can handle
them. Discrimination
is everywhere. There
is not much I can do
about it, but I can
learn how to cope and
not let it get to me. To
some white students,
you’re just ‘the black
guy.’ With that they
think you’re cool, like
hip-hop and play
sports. I had one
friend ask me about a
professor, and he said,
“Is he the tall, black
guy.” This is what he
said about a professor
who has advanced
degrees. I don’t think
that my friend would
describe a white
professor that way.
Before they know
anything about me
they automatically see
‘the black guy.’
Yes, I used the career
center for my resume
and the events. We
also have some good
jobs and internships
listed. Our center is
considered one of the
best, and it is. They
invest a lot into
helping all students
and the advisors are
nice and helpful.

Good career
center

Importance of
supportive
faculty/staff (even
if no shared racial
identity)

I don’t think it is the
job of the career
center to support me
like I am a child. I am
a grownup and can do
things for myself. If I
have questions, I will
use them. I know
what works for me.
The pandemic is
changing everything. I

Motivation to
succeed

Importance of
supportive
faculty/staff (even
if no shared racial
identity)
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don’t think it will go
back to how it was.
Searching for
internships and jobs is
different now. Even
my internship was
remote. I was lucky
because I could do it.
But like, one of my
friends, couldn’t do it.
He couldn’t set up a
way to work at home.
I don’t think places
think of things like
that.
Socialization
&
Experiences
at PWI

Statement

Attribute Coding

if you look at the
student organizations,
mostly whites are on
them. It’s like there
are student groups for
Blacks, Asians and
Hispanics and then all
the major student
groups are for white
kids. We need more
representation in
those groups because
you get leadership
experience but also
the student
government gives
more funding.

Descriptive
Coding

Pattern
Coding/Theme

Inadequate
representation,
therefore, no
change

Absence of
representation in
campus spaces
(with potential
implications for
belonging
development)

Strong bond
between Black
male students

Absence of
representation in
campus spaces
(with potential
implications for

When something
racial happens, it is
usually not the white
student groups that
speak up, it is the
groups from black and
brown people. This is
why things always
stay as they are.
Change doesn’t
happen very fast here.
I like to say that we
find our tribe, we
usually don’t have to
seek it out, it comes to
us. There are also
events where groups
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tell you what they are
about. No I don’t have
to seek -- we find
each other.
Reflections,
Transition
Experiences

Statement

belonging
development)

Attribute Coding

Now looking back, I
must say the career
development
opportunities in my
institution have been
important in
expanding my view
regarding what is
possible to achieve as
an African American
male……...despite the
discrimination, I still
believe that
everything that others
in this country, I can
also be able to
achieve..”
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Descriptive
Coding

Pattern
Coding/Theme

Motivation to
succeed as
African
American

the incredible
resilience and
agency these men
have and use on
their campuses

PARTICIPANT 9
Category of
Interview
Questions

Statement

Attribute Coding

Descriptive
Coding

Pattern
Coding/Theme

Descriptive
Coding
Interest in career
started in
childhood

Pattern
Coding/Theme
Community spaces
fostering career
interests

Parental
inspiration

Parental Support

Descriptive
Coding

Pattern
Coding/Theme

Germaine
21-year-old senior
from
large private
institution
Career
Aspirations

Statement

Attribute Coding

There was a program to get
more Black kids interested in
engineering and my pops
pushed me to give it a try.
Especially architecture. At
first, I didn’t like it, but I was
getting more interested in city
living. So whenever I could I
would take trips to DC and
New York. I really liked those
places, as they have great
buildings. But I did what other
kids do, I guess...I also loved
technology things. Thinking
about it now I was probably a
Blerd when I was growing up.
I had good friends and one of
them attends school with me
now. That made coming to
NYC easier.
Like I said earlier, my father is
an architect and he used to
have these books that he
would bring home. I’d go
through them and look at the
pictures. Maybe being around
my pops made it like the
family thing to want to major
in civil engineering. It’s
something that I can talk to
my dad about when we get
assignments that are
challenging. Knowing that he
knows this is great. He is my
dad, but also my teacher.
Career
Development at
PWI

Statement

Attribute Coding

213

I didn’t feel the need to use it
[career center] because I had a
resume and my father.
I think the NYU career people
care about all of the students.
They always have great
programs and really try hard to
help all of the students.
Socialization &
Experiences at
PWI

Father’s support

Parental Support

Caring career
staff

Importance of
supportive
faculty/staff (even if
no shared racial
identity)

Descriptive
Coding

Pattern
Coding/Theme

NYU is tough. The professors
always seem not to have time
to speak to you. A Lot of the
students have groups they
hang out with, like it was in
high school. There are
students from different
backgrounds, but that doesn’t
mean that we become friends.
We just got to the same
school. Earlier before the
pandemic, there was an issue
about housing and how it
seemed like there were some
segregated spaces where
blacks lived in one area and
the whites lived in another.
The university is always
talking about diversity but
they don’t seem to understand
it. The George Floyd murder
was another situation where I
thought the university could
have done more to make a
strong statement. The
statements they put out are not
strong at all. I want the school
to make a strong statement
about Black Lives Matter, but
that never happens at the right
time..

Inadequate
attention from
professors

Importance of
supportive
faculty/staff (even if
no shared racial
identity)

There are black student groups
and activities on campus that I
participate in, the black
student union. The center for
student life has made really
strong statements about their
support of black lives matter
after the murders of George
Floyd and Breanna Taylor, so
I think things are going in the
right direction. I have friends
of all backgrounds, but I still

Needs safe place
in campus due
to racial
tensions

Peer judgment/lack
of understanding

Statement

Attribute Coding
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look out for other black people
who understand how things
feel at this time. When Trump
was elected people became
really terrible and we be
created an environment where
black people feel less
accepted, and it carries over
into the school and so of
course you want to be with
some people who are going to
offer you a safe place to be on
campus and so I definitely
looked for those opportunities
to find people who supported
my identity as a black man.
I wouldn't say that I sought out
a black or African-American
professors or mentors here. As
I mentioned I had my father,
who is an architect and who I
look up to and who mentors
me as his son. So I didn't look
for them in career
development since I didn't see
any black people in the career
development office. But the
office did provide helpful
services like looking at my
resume and access to jobs. the
black people that were there
tended to be in support roles
and were not like advisors,
and so I looked for other
advisors on my own and made
use of my dad as a mentor.
Reflections,
Transition
Experiences

Statement

Attribute Coding

I don't know how the career
development office could
prepare me for the challenges
that I would face as AfricanAmerican male. There are no
African-American males on
the staff. And so who would
be able to provide first-hand
experience or knowledge of
what face when I go out to the
workforce engineer.
Engineering is not something
that is populated by a lot of
black men, so I know that I'm
going to be working in a white
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Father’s
mentorship and
support

Parental Support

Descriptive
Coding

Pattern
Coding/Theme

No career
development
support from
African
American staff

Parental Support

space when I graduate. I wish
the school had those options
but they don't. But I don't
think it will stop me from
achieving my goals.
Sometimes I think that black
people have to work twice as
hard as white people to get a
basic result to get an entrylevel job. A black person has
to prove themselves much
more than the white person.
Also the white students had
the benefit of their parents
helping them out. Fortunately
for me my father is involved
in a network that I can use.
But that's not the case for
everybody else. And I know
that.

Motivation to
succeed as
African
American

Ideas of
professionalism
aligning with
whiteness (strong
ties to CRT ideas).

It's hard for me to say if there
is anything that I would do
differently. I mentioned that I
live in Norfolk, Virginia and
could have attended a black
college. Now that I've been at
this school I would probably
look at a black college more
seriously because I would
have black professors in other
black people who knew about
her experience in this country.
Some of the professors I've
had at my school wood were
difficult to work with and they
kind of looked down on some
of my comments in class, for
example when I insert the
correct question. Professor
made a comment about how I
stated the answer very well.
He would never say that to a
white student and often given
my major I was the only black
person in the classroom and
there was no sensitivity to
that. I usually had to speak for
all black people with issues
concerning African
Americans.

Microaggression

Unsupportive staff
Importance of
supportive
faculty/staff (even if
no shared racial
identity
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PARTICIPANT 10
Category of
Interview
Questions

Statement

Attribute Coding

Descriptive
Coding

Pattern
Coding/Theme

Descriptive
Coding
Supportive
family

Pattern
Coding/Theme
Community spaces
fostering career
interests

I wanted to be a famous
musician. I still do. But life as a
musician and being out playing
is hard. In the beginning you
are not making much money. I
promised my mother I would
get my education. She seen
what happens to some
musicians and she doesn’t want
that for me. I don’t want that
for myself.

Family support

Parental support

I teach trumpet at a music
school for kids part-time. I am
about to start teaching my
classes virtual because of
COVID-19. I don’t want to
teach music for a living, but
because it is music, it is related

Degree-related
work

Community spaces
fostering career
interests

Caleb
20 year-old junior
enrolled in a midsized private
institution
Career
Aspirations

Statement

Attribute Coding

During my early life, I started
showing an interest in music
and got involved in the band at
school. I was always practicing
and only had a small group of
friends. My neighborhood is
mostly Black and Latino and
my friends were that way. I
don’t think I knew too many
white people other than the
people my mother worked with.
I was saying earlier that many
of my family members are in
the arts, so I didn’t give college
a thought. I was always
encouraged to work hard, study
and to practice my trumpet. I
was lucky. There was a lot of
hopelessness in my
neighborhood. It is getting
better with housing and other
developments.

217

to my degree. My degree
program is part of an
individualized major and I get
to make me own degree based
on what I want to do. I don’t
want to teach music, but I want
to do something with music.
Right now I am taking music
and business courses.
Career
Development
at PWI

Statement

Attribute Coding

I don’t use it as much as I
could. I think if I lived on
campus, I would use it more.
I’ve used it more now, since
they do appointments online
and you can use Zoom.
I’ve used a couple of career
advisors, both were women.
One was an African America
woman and the other was a
White woman. The only
advisors I saw were women.
I would like to meet African
American alumni and get
advice from them on how I
could find a good job that I
would like.
Socialization
& Experiences
at PWI

Statement

Attribute Coding

There are ongoing racial issues
at the school. I am not a
resident, but you don’t have to
live here to deal with the issues.
Some issues are out in the open,
like the curriculum that is very
white. They have a goal of
making the curriculum more
diverse, but it hasn’t happened
yet. This makes you feel left
out and not considered. Then
you have the slights, like the
time I went to see a friend in
the dorms. The person working
at the front desk asked me why
I kept leaving and coming back.
It was the first time I entered
the dorm. The she said that we
all look alike and started
laughing. It wasn’t funny to me
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Descriptive
Coding

Pattern
Coding/Theme

Career staff does
not have an
African
American male

Importance of
supportive
faculty/staff (even
if no shared racial
identity)

Descriptive
Coding

Pattern
Coding/Theme

Feels excluded

Peer judgment/lack
of understanding

We have a great Black alumni
group and they give back.
These alumni may have been
through the same thing that
you’re going through. This is
not specifically for careers. It is
just being a student at this
school and how it can be a
struggle. I connected with one
alum on social media and we
sent several emails to each
other about a situation I had
where a classmate kept looking
at me as if he didn’t understand
the words I was saying. This
happened in a group project and
whenever I spoke up, he would
do this. I am speaking the same
language as everybody else,
and I don’t have an accent. It
made me uncomfortable.
Through my emails, the alum
suggested ways to respond, like
asking if there are questions
after making my point.
Reflections,
Transition
Experiences

Statement

Attribute Coding

I know that white students get
career support because I saw it.
A professor in one of my
classes favored these three
white students. They were
always staying after class and
talking to the professor. One
day I stayed a little late and saw
that she was going over their
resumes. That professor got all
three students paid internships.
When I think of my
conversations with the
professor, she would always be
looking down at her computer
and occasionally looking up. I
did well in the class though.
But that professor was
unhelpful. I am working with
the career center to find a
mentor. They have ways to help
you meet alum. Sometimes it’s
just hard to say, I want an
African American male alum.
The service is not like that.
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Microaggression,
lack of African
American mentor

Absence of
representation in
campus spaces
(with potential
implications for
belonging
development)

Descriptive
Coding

Pattern
Coding/Theme

Racial
discrimination

Ideas of
professionalism
aligning with
whiteness (strong
ties to CRT ideas).

I don’t know if you heard this
from your other interviews, but
my center offers everybody the
same thing. It’s like there is one
standard and everybody has to
blend in and conform. It’s hard
to disappear into the crowd
when you are Black.

Career center is
inadequate for
Black students

Importance of
supportive
faculty/staff (even
if no shared racial
identity)

I learned that thinking about
what you want to do with you
career requires a support
system, especially if you’re
African American. There is so
much that I don’t know because
I am the first person in my
family to go to college. The
career center has helped me
learn about these things. For
example, I am learning the
difference between a job and a
career.

Career center is
inadequate for
Black students

Importance of
supportive
faculty/staff (even
if no shared racial
identity)
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PARTICIPANT 11
Category of
Interview
Questions

Statement

Attribute Coding

Descriptive
Coding

Pattern
Coding/Theme

Attribute Coding

Descriptive
Coding
Family influence
in career

Pattern
Coding/Theme
Community spaces
fostering career
interests

Attribute Coding

Descriptive
Coding

Pattern
Coding/Theme

Career services is helpful about
giving information about what I
need to get into law school. I’m
starting to get ready for the
LSAT soon. I also use the
career services for updating my
resume and helping look over
some essays I have to write.

Career center is
helpful

Importance of
supportive
faculty/staff (even if
no shared racial
identity)

She [career advisor] was a nice
white lady. She was always
smiling when she saw me. I

Career center is
helpful

Importance of
supportive
faculty/staff (even if

Elijah
20-year old junior
student
mid-sized private
institution
Career
Aspirations

Statement
There is always something to
do, a lot of people have known
my people for a long time.
Some of the older people seen
me grow up. They are like
family; looking after each other
and making sure we stay out of
trouble. My mother got me and
my sister in the YMCA and
always encouraged us to be
proud of who we were as Black
people. My grandparents didn’t
live far, and I spent time with
my grandfather. Police were
always stopping somebody for
no reason.
I thought I might want to be a
detective but I am not into the
police. It’s still something to do
with the law and I am thinking
about civil rights law like my
grandfather. I know I am going
to be in school for a while, but
doing something with law is
what I always wanted to do.

Career
Development at
PWI

Statement
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couldn’t understand how a
person could always be that
happy. She loves what she
does. I think she’s good.
Yes. Even with everything
going online. They are
available for advice and they
are doing virtual events. The
events are more convenient
now that they are online.

no shared racial
identity)

I know that we are talking
about race and career
development, and I don’t think
it ever came up for me. That
staff is usually helpful.
However, there are things you
notice like some of the advice
does not seem to fit my life. My
advisor told me once to connect
with people I was interested in
learning about on social media.
Most of the people were white
people. Sometimes it is not as
easy reaching out to them, at
least with someone Black, we
would probably share that
connection and it might be
easier.
Socialization
and
Experiences at
PWI

Advice does not
fit race

Ideas of
professionalism
aligning with
whiteness (strong
ties to CRT ideas).

Descriptive
Coding

Pattern
Coding/Theme

Wherever you go, and just like
everywhere else, you know that
you are a Black man. You
always do, and my grandfather
would tell me this all the time.
Another thing is that you can
get comfortable here because
everybody is always smiling
and happy. But when you are a
Black man you learn through
some experience that we are not
them. We have to maintain a
standard to be practical. I saw
some white boys come to a
career fair in jeans. I know that
I wouldn’t even get in the door
if I didn’t have on a suit and tie.
It’s not respectability, it’s what
we have to do.

Microaggressions

the incredible
resilience and
agency these men
have and use on
their campuses

Of course [I seek out
experiences with other Black

Bond with other
Black students

(opposite of)

Statement

Attribute Coding
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students]. I think many of us
Black students experience the
same things on campus, and it
is like you are not imagining
things when you meet and
share. The Black Student
groups are very active. For
someone like me interested in
civil rights law, the activism of
these groups have been
important. Also, many alum
belonged to these groups during
their time here. They’re not
only great connections, but they
provide some history for us.
Reflections,
Transition
Experiences

Statement

Peer judgment/lack
of understanding

Attribute Coding

Like I said earlier, career
services is good and I like my
advisor. I won’t go as far as to
say that the needs of the
African American men are met
on campus programs since most
advisors were white. Some
culturally competent programs
could be helped if there were
more Black and people of color
as advisors and mentors.
The development of culturally
competent counseling programs
is vital in ensuring that the
needs of Black Americans are
met. We have different
experiences and many times the
experience of European
Americans is provided as
examples.
For me things that I already
knew were confirmed. I am
surprised that your topic hasn’t
already been researched.
Things don’t work the same
way for everybody, and it’s
different for some people. We
can all do well, but it helps to
know that there is no straight
path whether you are Black or
White or any other background.
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Descriptive
Coding

Pattern
Coding/Theme

Lack of African
American
mentors and staff

Absence of
representation in
campus spaces
(with potential
implications for
belonging
development)

PARTICIPANT 12
Category of
Interview
Questions

Statement

Attribute Coding

Descriptive
Coding

Pattern
Coding/Theme

Descriptive
Coding
Parental
guidance to get
education

Pattern
Coding/Theme
Parental Support

Mother’s
support

Parental Support

Descriptive
Coding

Pattern
Coding/Theme

Motivation to
succeed

the incredible
resilience and
agency these men
have and use on
their campuses

Aaron
a 20-year old
junior at a small
public institution
Career
Aspirations

Statement

Attribute Coding

I wanted to be famous. I didn’t
know exactly what, but I wanted
to be on tv and have lots of
money and girls like you see in
the music videos. It sounds crazy
now, but I would even try to dress
like some of the people I saw. I
can rap -- maybe not as good as
some of the guys out there, but I
thought I could do that good
enough to make it. My mother
encouraged me, but my father
was like ‘Get your education.
That’s important.’
I have a part-time job that I have
been able to do remotely, where I
help the human resources
department at my mother’s
company sort through resumes for
entry level positions. It’s about
15-20 hours a week, going
through an applicant tracking
system for open positions.
Career
Development at
PWI

Statement

Attribute Coding

I thought about going to an
HBCU, though. I like everything
about HBCUs, especially with
things being the way they are
with race today. I wasn’t sure I
would feel comfortable at a
predominantly white school. I still
don’t feel completely
comfortable. But it was important
for me to set myself up to get into
a good business school. I also
wanted to take advantage of the
resources that some
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predominantly white schools had,
including the connections.
I got my job through my mom, so
I didn’t use career services for
that. What I have used career
services for are the information
sessions on Finance, as well as
the networking mixers with
alumni. Also, I went to speak to
an advisor because it was a
requirement for a class I took.
Mostly it was pleasant working
with career services.
Socialization
and
Experiences at
PWI

Engaged with
career center

Importance of
supportive
faculty/staff (even
if no shared racial
identity)

Descriptive
Coding

Pattern
Coding/Theme

It’s like it is everywhere else. A
college campus is no different.
The thing that fascinates me is
that we expect things to be
different with each generation.
But things don’t change and the
school doesn’t do enough to lead
change. The school does what is
least controversial because they
try to please everybody. When
you hear about diversity
programs, it’s almost always to
please the white faculty and staff.
I don’t know what needs to
happen, but I know that I need to
get my degree and do what I need
to do for my family to the best of
my abilities.

Lack of
programs for
Black students

Ideas of
professionalism
aligning with
whiteness (strong
ties to CRT ideas).

I noticed who the African
American people were on
campus, whether they were male
or female. If I could take a class
with them and it was something
that I could include with my
major, I would take it. We had
access to African American
faculty and staff and I think it was
up to me to let them know who I
was. Just like I was saying earlier,
networking is important...even
more when you are a Black
person at a mostly white school.

Importance of
Black network

the incredible
resilience and
agency these men
have and use on
their campuses

I really had no reason to seek
African American professors or
mentors out at university.

Supportive
parents and

Parental support,
Community spaces

Statement

Attribute Coding
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There were people that I grew up
with who made themselves
available to be mentors. Also, my
parents. I would say that they
have and are supporting my
career development. Yeah...
Reflections,
Transition
Experiences

community
members

fostering career
interests

Descriptive
Coding

Pattern
Coding/Theme

When I have met the career
services, the experiences opened
up my mind about what is needed
to be done, besides academic
excellence, for me to achieve
career ambitions. I was able to
learn about what it takes to
achieve our career ambitions. It
was really enlightening to know
that a lot depends on my
discipline and hard work. I also
noted that networking is
important so I can say my
experience was good and
enlightening.

Motivation to
succeed

the incredible
resilience and
agency these men
have and use on
their campuses

It is not easy getting started, but
you can make it. I’m not sure if
race has anything to do with it. I
just know what I’ve seen, and I
think it is a little bit harder for
Black people and Black men. It’s
like we have to work extra hard to
prove ourselves to be qualified to
do work that we are qualified to
do.

Motivation to
succeed

the incredible
resilience and
agency these men
have and use on
their campuses

I think I learned more about being
an African American man than at
any time in my life by coming to
college and seeing how different
life is for some over others, and
how being black is like having a
strike against you in some
circumstances. The African
Americans are often not allowed
to have equal opportunities. The
way things work favors the
whites. It’s exhausting.

Racial
discrimination

Ideas of
professionalism
aligning with
whiteness (strong
ties to CRT ideas).

Statement

Attribute Coding
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APPENDIX B. INTERVIEW PROTOCOL
Process: Study subjects will be participants in a semi-structured, open-ended, in-depth, roughly
90-minute interview. This research utilizes Interpretivism as an examination approach. Questions
for interviews were developed to obtain data addressing the research question.
Background
(Demographic Responses)
1. How old are you?
2. What year of college are in?
3. Where are you from?
4. How would you describe your family? (Education & Careers)
5. What is the highest level of education completed by your parents?
6. Do you have siblings? Have they completed college?
7. What is your cultural background?
8. What was it like growing up in _________?
9. What did you want to be when you grew up? Why?
10. What is your academic major and why did you choose it?
11. Why did you decide to attend your school?
12. Are you involved in student organizations?
Career Aspirations & Career Development
(Career Goals and how African American male students understand career development)
1. What occupation or career are you pursuing?
2. Are you currently working? If so, is it related to your degree?
3. How did you decide on this career?
4. Did you know that your school is a PWI?
5. How well did attending a PWI prepare you for your career goals?
6. Did you utilize the services offered by the Career Center? Describe.
• Resume Writing
• Cover Letters
• Career Assessments
• Mock Interviews
• Internships
7. Was there a particular advisor/counselor that you work with to use these services?
8. What was the gender and racial background of the advisor/counselor?
9. Describe your experiences with career center advisor/counselor.
10. Did you trust that this advisor/counselor had your best interests? Describe.
11. As you sought information and advice on your career goals, were you ignored,
overlooked, or not given service due to your status as an African American male?
12. Based on your overall experiences, how have you felt supported in your career
development by the career center staff; or by others?
13. Do you have anything else to add regarding your career goals?
Recognition of Race & Racism
(Socialization and Experience)
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1.
2.
3.
4.
5.
6.
7.
8.
9.

How are you aware of race and/or racism in your community, work, and life?
Please describe in detail your experiences on this campus as an African American male.
Did you face any moments of racism in pursuit of your career goals?
What strategies did you use when faced with moments of racism in pursuit of your career
goals?
Did you seek out opportunities and experiences for career support based upon your racial
identity as an African American person or African American male? If so, what were
those experiences? Why did you seek them out?
Have you had black professors or mentors? If so, what was their gender? How did they
influence & support your career development?
In what ways do you think race will play in finding a meaningful career?
Based on these experiences with race & racism, do you feel prepared to leave college and
begin a career?
Did the Career Center prepare you for this transition and the challenges you may face as
an African American male in your job search?

Critical Reflection/Responses
(Meaning Making)
1. Do you believe race and gender had an influence on your career development? If so, how
did it make you feel? If not, why?
2. What opinions have you formed as a result of seeking career support in general?
3. What did you learn as you pursued your career goals?
4. Is there anything you would have done differently?
5. How did your experiences at affect your career goals?
6. What strategies did you learn and use in your career development?
7. What, if anything, would you do differently in pursuing your career goals?
8. What are your next steps as you leave college to focus on your career?
9. Do you have any questions for me?
All sections based on research question: How does race influence the career development of
African American male undergraduate students at a PWI?
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APPENDIX C. IRB APPROVAL

December 1, 2020
Kyle Younger
Seton Hall
University Re:
Study ID# 2020064
Dear Kyle,
The Research Ethics Committee of the Seton Hall University Institutional Review Board reviewed and approved
the amendment to your research proposal entitled “Toward a critical career development for African-American
male undergraduate students at a predominantly white institution” as submitted. This memo serves as official
notice of the aforementioned study’s approval.
Approval of this amendment does not change the previous expiration date from your one-year approval period.
You will receive a communication from the Institutional Review Board at least 1 month prior to the original
expiration date requesting that you submit an Annual Progress Report to keep the study active, or a Final Review
of Human Subjects Research to close the study.
Thank you for your cooperation.
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APPENDIX D. INFORMED CONSENT FORM
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